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ABSTRACT

H. Evaluation Abstract {Do not excead the space provided)

- The Developrent Training Project was approved in FY 1986 with

purpose "to trair private sector professional, technical and

managerial personnel :0 meet the manpower needs of an export-oriented
economy. In FY 1988 it was amended to imwrove the efficiency and
productivity of the private and public institutions supportive of

USAID's strategy by providing training to Dominicans already

employed.
s It provides long-term, short-term and in country training.
° The project was originally designed to increase private sector

productivity, especially that related to production and export of
non-traditional products. The National Council of Businessmen (CNHE)
received a grant to implement the project. The project was broadened
by an amendment in 1988 to include greater participation of public
The Foundation APEC
(FUNDAPEC) was identified as an implementing agency for training

sector and non-Governmental Crganizations (NGO).

inputs to these sectors.

. Evaluation survey data indicate that training has resulted in
important positive impacts on employment opportunities of individual
participants, on their empioyer institutions, and on overall project

cbjectives. This is the major finding of the field survey and

interviews with expert informants.
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TALD., EVALUATION SUMMARY - PART Il

SUMMARY

Address the follewing {tems:

4. Summary of Evaluation Findings, Conclusions and Recommendations (Try not to exceed the threa {3) pages provided)

® Purpose of evaluatlon and methoedology used ¢ Principal recommendations <
* Purpose of activity{let) evaiuated * e Lessons learned
¢ Findings and conclusions (refate to quastions) ”
Misslon or Cttlca: Date This Summary Prepared: | Title And Date Qf Full Evaluation Report:
USAID/DR 12/12/93 Impact Assessment of the Development

Training Project, June 1993

The purpese of this evaluation is to assess the impacts of the Development
Training Project (517-0216) and to prepare for the design of a follow-on project.

Project Evolution and Design
The project was originally designed to increase privete sector

traditional products. The National Council of Businessmen (CNHE) was
contracted to _mplement the project. The project was broadened by an

Non-Governmental Organizations (NGO). The Foundation APEC (FUNDAPEC)
was identified as an implementing agency for training inputs to these
sectors.

The project has had major positive impacts on the individuals,

the fact that not all project assumptions about goals, purposes and
outputs have proven to be totally reliabie. It appears that
assumptions about Enterprise Training Plans (ETP) are less valid for
the Dominican Republic than for other ccuntries. Although this has

measurakly diminished important positive impacts of training on
individual participants and the sectors which they represent.

Organizational Approach

[ SR YTV VISR S e )

Initially, the individual firm was identified as the focus of
training activity. It was later expanded to include NGOs and public
sector institutions. The basic design tocl used is the ETP.
Substantial resources were devoted to strengthening ETPs. However,
despite some exceptions, the ETPs have not proven to be as effective
and efficient as planning tools as originally intended. There are
several apparent reasons for this. First, many sponsor institutions

e o | v iy et i e krir s

than preparation of a future reference dccument. Many firms received
little or not technical assistance and failed to prepare proper ETPs.

needs. Finally, information contained in many ETPs has not been
extensively used in preparing training programs and in using skills
acquired through training.

~

Several assumptions of ETPs have proven to be gquestionable. Many
failed to identify major firm level constraints; others failed to
propose training which addressed identified constraints; in some cases

s

productivity, especially that related to production and export of non-

amendment in 1988 to include greater participation of public sector and

firms and other private sector institutions. This has occurred despite

reduced their utility for sponsoring firms and institutions, it has not

considered completion of an ETP to be an application requirement rather

Second, ETPs tend to define individual needs rather than organizational

.
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SUMMARY (Conttnuea)

training provided did nn* respond to identified needs:; and in
cther cases, and participants failed to return to their sponsoring
institutions. These assumptions have become more viable as the
program has evolved, due in large measure to improvements in the
guality of ETPs.

“An analysis of the relationship between quality of ETP and training impact on
individual participants, their employers and project objectives indicates that
this relationship is not strong. Several explanations for this unexpected
outcome are discussed, including the lack of validity of assumptions underlying
the methodology.

Design Factors Related to Impacts

Relaticnships between several strategic design factors and training impacts -
were assessed using data collected in a field survey of returned participants and
their employers. Results are summarized in the fellowing table.

Summary of Impacts
Relative Training Impacts on Project Objectives by Impiementing Agency

Imbacts On

Empicyer  Project i'

: Institution Participants Targets :

Training Characteristics CNHE* FUNDPEC™* CHHE? FUNDPEC* CHHE* ;
Fmployment Sector PRI --- .- == PUB
Specificity of Training GEN GEN GEN GEN GEN
Nature of Training MA HA HA MA HA
Type of Training DEG DEG DEG DEG DEG
Size of Employer --- --- --- --- -
Location of Training oc 0c oc oc gc

* _ Denotes Participant Subsample as defined by management of training

Employment Sector: Public (PUB) ¥s. Private (PRI)
Specificity of Training: General Survey (GEN) vs. Technical (TEC)
Nature of Training: Management/Admin (MA) vs. Tech/Production (TP)
Type of Training: Degree (DEG) vs. Non-Degree (HDEI)
Size of Employer: targe (LAR} vs. Small (SH)
Location of Training: In-Country (IC) vs. Out-of-Country (OC)

Few differences in training impact on individual participants administered |
by either CHHE or FUNDAPEC were evident by sector of employment. As expected,
training of CNHE participants had an important positive impact on private sector
employers. However, the expected similar relationship between FUNDAPEC programs §
and impact on public sector institutions was not found. Training provided to -
public sector participants had a greater impact on project objectives (exports,

product diversification and earnings) than did that provided to private sector 2
participants.

AR  w Ay cwm o™: or a4y DTS MY e o a - - - £



SUNMMARY.[Continuea)

(1)

(2)

(3)

(4)

(%)

(5)

Hajor Recommendations

Future training pregrams should implement the focus and concentrate
strategy evident in defining mission priorities. Training should focus on
a limited number of sectors, and 2 Timited number of institutions within
each. However, not al] resources should be concentrated. Some should
also be distributed to other key sectors and institutions.

Future graduate degree programs should focus on industries or sectors
rather than institutions. Analyses presented in this study indicate that
Enterprise Trzining Programs are probably not the most appropriate
planning tool for future programs.

A firm or institutional approach should be maintained for short-term, non-
degree training. Special attention should be given to strengthening
training needs assessments, participant identification and selection,
training program design and delivery, and program evaluation, particularly
as they related to short-ternm training.

Several sources of information should be considered and probably used to f
identify training priorities, They include expert panels, existing sector °

assessments and surveys of institutional training needs.

Only one organization should be contracted to implement future training
programs It should incorporate individuals and units which can attend to
both public and private sector institutions. Special consideration should
be given to instituticns which participate in the current program in order
to build on acquired knowledge bases. The organization should be able to

handle diverse types of training and it shouid be able to attend to USAID -

reporting requirements.

Greater attention should be given to project activities which imply follow
up on previous training.

R,
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SUMMABRY (Continued)

LESSONS LEARNED:

Training should focus on sectors rather than on individual firms
and institutions. This approach will maximize the impact and
results, .

Training programs should be specifically designed and
participants selected to meet the constraints identified.
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EXECUTIVE SUMMARY

This report focuses on future training programs. It does so by assessing
training impacts of the USAID/Dominican Republic’s Development Training Project
(517-0216) and evaluating the effects of key factors on training impact. The
analysis sheds 1ight on project strategy and design, and how they can be improved
in future projects. The report begins with an overview of the project and
changes which it has experienced over time. This is followed by a discussion of
the organizational approach used, including the effectiveness of Enterprise
Training Plans. Results of a survey of past participants and their supervisors
is then provided. These data assess the relative impact of different factors on
goals of participants, employer institutions and the project. The final section
includes recommendations for future training programs flowing from this analysis.

Project Evolution and Design

The preoject was originally designed to increase private sector productivity,
especially that related to production and export of non-traditional products.
The National Council of Businessmen (CNHE) was contracted to implement the
project. The project was broadened by an amendment in 1988 to include greater
participation of public sector and Non-Governmental Organizations (NGO). The
Foundation APEC (FUNDAPEC) was identified as an implementing agency for training
inputs to these sectors.

The project has had major positive impacts on the individuals, firms and
other private sector institutions. This has occurred despite the fact that not
all project assumptions about goals, purposes and outputs have proven to be
totally reliable. It appears that assumptions about Enterprise Training Plans
(ETP) are less valid for the Dominican Republic than for other countries.
Although this has reduced their utility for sponsoring firms and institutions,
it has not measurably diminished important positive impacts of training on
individual participants and the sectors which they represent.

Organizational Approach

Initially, the individual firm was identified as the focus of training

activity. It was later expanded to inciude NGOs and public sector institutions.
The basic design tool used is the ETP. Substantial resources were devoted to
strengthening ETPs. However, despite some exceptions, the ETPs hav2 not proven
to be as effective and efficient as planning toois as originally intended. There
are several apparent reasons for this. First, many sponsor institutions
considered completion of an ETP to be an application requirement rather than
preparation of a future reference document. Many firms received little or not
technical assistance and failed to prepare proper ETPs. Second, ETPs tend to
define individual needs rather than organizational needs. Finally, information
contained in many ETPs has not been extensively used in preparing training
programs and in using skills acquired through training.

Several assumptions of ETPs have proven to be questionable. Many failed to
identify major firm level constraints; others failed to propose training which
addressed identified constraints; in some cases training provided did not respond
to identified needs; and in other cases, and participants failed to return to

i



their sponsoring institutions. These assumptions have become more viabie as the
program has evolved, due in large measure to improvements in the quality of ETPs.
An analysis of the relationship between quality of ETP and training impact on
individual participants, their employers and project objectives indicates that
this relationship is not strong. Several explanations for this unexpected
outcome are discussed, including the lack of validity of assumptions underlying
the methodology.

Design Factors Related to Impacts

Relationships between several strategic design Tactors and training impacts
were assessed using data collected in a field survey of returned participants and
their employers. Results are summarized in the following table.

_ Summary of Impacts
Relative Training Impacts on Project Objectives by Impiementing Agency

Impacts On

Employer Project

Institution Participants Targets

Training Characteristics CNHE* FUNDPEC* CNHE* FUNDPEC* CNHE*
Empicyment Sector PRI .- - --- PUB
Specificity of Training GEN GEN GEN GEN GEN
Nature of Training MA MA HA MA MA
Type of Training DEG DEG DEG DEG DES
5iz2 of Employer -=- - .aw --- .-
Location of Training oc ac oc oc ac

* - Denvtes Participant Subsample as defined by management of training

gmployment Sector: Publiic (PUB) vs. Private {PRI)
Specificity «f Training: General Survey (GEN) vs. Technical (TEC)
“Nature of “riining: Management/Admin (MA) vs. Tech/Production (TP)
Type =f Tvaining: Degree (DEG) vs. Non-Degree (NDEG)
Size of tuplover: Large (LAR) vs. Small (SM)
Location of Training: In-Country (IC) vs. Out-of-Country (0OC)

Few differences in training impact on individual participants administered
by either CNHE or FUKDAFEC were evident by sector of employment. As expected,
training of CNHE participants had an important positive impact on private sector
employers. However, the expected similar relationship between FUNDAPEC programs
and impact on public sector institutions was not found. Training provided to
pubiic sector participants had a greater impact on project objectives (exports,
~ product diversification and earnings) than did that provided to private sector

ii



participants. Overall, general survey training impacted more on individual
participants, their sponsoring institutions and on project objectives, than did
technical production training, for both the CNHE and FURDAFZC programs. This
training was largely in management and administration which may expiain why it
had a greater impact than did product focused training. Similarly, degree
training had more impact than did specialized non-degree training. Size of
sponsoring iastitution was unrelated to impact differences. On the other hand,
out-of-country training had a much greater impact than in-country training on the
careers of participants, on their sponsoring institutions and on project
objectives,

‘Whereas compelling reasons exist to give greater emphasis to technical, in-
" country short courses, these resul®s suggest that managerial, out-of-country,
long-term training has greater impc-i:s on participants and their sponsors.

Despite the apparent lack of a relationship between ETP quality and training
impact, survey data indicate that training has resulted in important positive
impacts on employment opportunities of individual participants, on their employer.
instituiions, and on overail proiz:t objectives. This is the major finding of
the field survey and interviews with expert informants. -

Implementing Organizations

_ The CNHE office has given greatest emphasis to training in administration,
management and marketing. ~ Its training programs have focused on export
activities, ircluding financing, market surveys, and product diversification in
addition to quality control. Mcst ETPs prepared by sponsaring firms were
questionable quality. However, both returned participants and their superviscrs
indicated that training which they received has been useful te sponsoring fir=s.

Among major factors which limited usefulness were lack of relevance of course -

content to job activities -- particularly for short course participants, limited
availability of resources to introduce changes, and rigidity of decision making
structures of employer organizations. Major changes introduced as a consequence
of training have been in marketing, management and technical production. Major
marketing improvements have been in strategy and cperations. Major managament
improvements have been in adisinistrative controls and decision-making procedures.
Major technical improvemenis have been in product quality control. They have
favorably impacted on export marketing, product diversification and earnings.

‘The FUNDAPEC office has given greater emphasis to training in education,
much of which has been oriented to the agricultural sector. It has tended to
concentrate training in several institutions -- in particular the Central Bank
"and the Superjor Institute of Agriculture. Training plans prepared by public
sector institutions were of uneven quality. Most were either well done or pocrly
done. As true for private sector training, most returned participants and their
supervisors indicated that iraining was of considerable utility to sponsoring
institutions. Lack of resources to promote change and lack of relevance of
- course content to jobs activities were also cited as factors which most limited
~application of training to employer institutions. Most changes made in employer

- institutions as a consequence of training were in management practices and:

supperting technical activities.

i1i



Najor Recommendaitions

(1)

(2)

(3)

(4)

(5)

(8)

Future training programs should implement the focus and concentrate
strategy evident in defining mission priorities. Training should focus on
a2 limited number of sectors, and a Timited number of institutions within
each. However, not all resocurces should be concentrated. Some should
also be distributed to other key sectors and institutions.

Future graduate degree programs should focus on industries or secters
rather than institutions. Analyses presented in this study indicate that
Enterprise Training Programs are probably not the most appropriate
pianning tool for future programs.

A firm or institutional approach should be maintained for short-term, non-
degree training. Special attention should be given to strengthening
training needs assessments, participant identification and selection,
training srogram des’sn and delivery, and program evaluation, particularly
as they raslated to .nort-term training.

Severai sources of information should Le considered and probably used to
identify training priorities. They include expert panels, existing sector
assessments and surveys of institutional training needs.

Only one organization should be contracted to implement future training
programs It should incorporate individuals and units which can attend to
both public and private secter institutions. Special consideration should
be given to institutions which participate in the current program in order
to build on acquired knowledge pases. The organization should be able to
handle diverse types of training and it should be able to attend to USAID
raporting requirements.

Greater attention should be given to project activities which imply follow
up on previous training.
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INTRODUCTION

This report is a strategic impact evaluation of the USAID/Dominican
Repubiic’s Development Training Project (517-0216) [DETRA]. It is intended to
provide insights about project strateqy and design in the context of project
objectives. Thus, it is more than an exercise in accountability. Its primary
intention is to identify factors which may result in more discernabie impact.
While grounded in past activities, it is forward looking, and is primarily
structured to contribute to future training strategies and the design of
corresponding prejects.

The evaluation assesses the effectiveness of project strategy, design and
implementation in achieving projects ohjectives as initialiy outlined in the
Project Paper. These objectives are: (1} to increasz private sector-led export
growth, (2) to improve firm productivity; and (3} to increase agricultural
diversification. The assessment is conducted from two different approaches,
namely, achievement by trainees of their specific objectives for using the
training in their employer organizations; and changes in their employer
institutions that contribute to project goals.

Amendment #4 to the Project Paper indicates that the number of evaluations
of the project will be increased from two to three. It specifies that the second
evaluation will focus more heavily on the new training activities identified in
this Amendment. The original Project Paper indicated that the second evaluation
should measure progress towards achieving project goals and objectives, and
should revalidate the project design. The analysis found in this report follows
this general strateqgy. However, it also accounts for changes which have occurred
in the USAID Mission’s strategic plan, and additional changes which will probabiy
asccur during the coming two years.

The report is organized logically. Recommendations for future training
activities flow from previous discussion. (a) It begins with an overview of the
project, changes which have accompanied its evolution and assumptions. (b) This
is followed by a detailed discussion of the organizaticnal approach to training
embodied in DETRA and the validity of Enterprise Training Plans which are a key
te this approach. {c) Results of a survey of returned respondents and their
supervisors are -then presented. The survey was designed to address the impact
which the project has had on individual participants and their employers and to
identify factors which determine levels of impact. (d) The final section
includes recommendations for future training activities which are based on these
analyses.

PROJECT BACKGROUMD
1. Economic Setting

A basic assumption underlying the design of DETRA is that it would promote
increased export activity by Dominican firms. In doing so it needed to address
problems which limited the ability of Dominican firms to export. Many of them
derived from impert substitution policies pursued by the Dominican government
during the previous two decades. The wisdom and efficacy of these policies were
put into question by the oil crisis and enlarged foreigrn debt burden. Along



2

with structural adjustments proposed by the IMF and other international lenders,
they contributed to a rethinking of these policies.

It was recognized that many of the existing industrial enterprises with a
potential to move to an export market were operating at only a fraction of their
capacity. They were inefficient and their quality standards were often
unacceptable for international markets. To enable them to diversify and compete
in the international market required that they obtain new technical expertise and
skills, new modes of production, distribution and marketing, improved
administrative and management skills, and greater knowledge of international
trade. DETRA was designed to provide them with these abilities.

Major shortfalls in manpower were identified at the managerial and technical
levels. Managerial shortfalls were particularly acute 1in business
administration, production management and banking. Banking shortfails were
greatest in international trade and export finance, including contract
negotiation, trade practices, export documentation and international transport.
The agreo-industrial sector was defined as a major export sector, particularly in
nontraditional crops. Critical manpower shortfalls in it were identified,
including mid-level management, professional specialists in agribusiness
administration, agricultural production, agreonomy, food technology, and product
design. Technical manpower shortfalls were identified for industrial mechanics,
industrial eilectronics, food processing, graphic arts and industrial design.

2. Project Evolution

Initially, ail project activities were channeled through the Kational
Council of Businessmen (CNHE)} and were directed te export promotion. In 1988,
DETRA was expanded to include training needs of firms and other private sector
participants not involved in exports, as well as public sector institutions and
NGCs which support private sector-led export activities and promote improved
health and social services. FUNDAPEC was identified as the institution to handie
training for the public secter and for the non-profit private sector.

This amendment expanded the universe of institutions eligible to receive
training, and the scope of training activities. It was a response to evolving
circumsiances surrounding the project and USAID Mission priorities. The number
of fellowships for long-term degree and short-term non-degree training in the
U.S. and other countries was increased. The amendment also required that a large
number of in-country training programs be designed and conducted.

However, at the same time, it preserved a major feature of the project
design, namely the focus on planning in the context of organizational training
needs, Each participant institution was expected to complete an Enterprise
[Institutional] Training Plan (ETP) which was based on an analysis of major
organizational constraints and a review of corresponding training needs. The ETP
made the employer firm or institution the focus of the training program. A mid-
term evaluation in 1990 concluded that ETP’s were difficult for most firms to
complete adequately. It also concluded that most firms considered them to be an
application requirement for training rather than a planring tool. Thus, the use
to which they would be put, both in employing returned trainees and in
identification of future training needs was questioned.
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Two salient points relate to the above discussion. First, DETRA should be
evaluated in the context of constantly evolving circumstances, including changes
in the Dominican economy and in USAID Mission strategy. Reviews of project
implementation and impact should take into account attempts to adapt the project
to these changing circumstances, Second, recommendations emerging from the
analysis will probably apply to training requirements which differ substantially
from those found in the original Project Paper.

3. Project Implementation Details

The Mational Council of Businessmen (CNHE} was selected as the implementing
agency for the project, and a grant agreement was signed by USAID and CNHE in
August, 1986. Shortly thereafter, CNHE began to select candidates for training
and to arrange Engiish language training for them.

Eleven months after the grant agreemen:t was signed, Development Associates
was awarded a four year contract to provide CNHE with technical assistance to
undertake the project. During the initial year, the USAID Mission worked
directly with CNHE to identify, prepare and place candidates for training.
Placement was facilitated through the AID 0ffice of International Training and
one of its subcontractors, Partners for International Education and Training
(PIET). It placed and monitored participants in the U.S. CNHE works closely
with Development Associates to recruit, place and coordinate remaining trainees.

DETRA was substantially medified in August, 1988 through a Project Suppliement
which added another eight million dollars to the project and extended its ¢losing
date to August, 1994. This amendment added another $3.8 miilion to the CNHE
contract and gave a2 $4.2 million grant to the Educational Credit Foundation APEC
(FUNDAPEC) to undertake similar training activities for public sector
institutions and private voluntary and other non-governmental organizations which
carry out activities that are supportive of the USAID strategy.

Under the Project Supplement, FUNDAPEC was also assigned the responsibility
to select and place candidates for graduate degree training at the K.S. level
and for short-term non-degree training in the U.S. or third countries. Both CNHE
and FUNDAPEC were also assigned responsibility for contracting for short-term,
in-country training programs. CNHE was granted $975 thousand to conduct 54 of
them; and FUNDAPEC as granted $450 to conduct 32 of them. Development Associates
was awarded another four year contract in January, 1990 to continue to provide
technical assistance to the implementing agencies.

&. End of Project Status (EOPS) Indicators

End of Project Status is best refiected by training targets established for
the Project. The original Project Paper for the USAID/Dominican Repubiic Project
517-02.6, Development Training identified three types of training activities.
These were: {a) M.S. Tevel training in the U.S. for private sector employees; (b)
PhD and M.S. training for university faculty members who are affiliated with
programs that address private sector manpower needs; and short-term training in
the U.S. for private sector employees. Targets were increased in the Project
Paper prepared for Amendment #4 to 90 persons trained at the M.S. degree level,
- 400 persons trained through short-term, out-of-country courses, and approximately
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2,000 persons trained through in-country seminars. Agreements with the
implementing agencies -- CNHE and FUNDAPEC -- contained specific training targets
which are reflected in Table 1.

Table 1
Training Targets for the Program

Type of Training Proposed Completed Programmed
CNHE

Ph.D. 8 § --

M.S. 91 97 -
Short-Term (0.C.) 263 132 131
Short-Term (I.C.) 1,390 309 1,081

Subtotal....... 1,752 548 1,212

FUNDAPEC

Ph.D. .- -- --

M.S. 44 42 1
Short-Term (0.C.) 175 159 16
short-Term (I.C.) 1,260 1,079 181

Subtotal....... 1,479 1,305 174

TOTAL:

Ph.D. 8 8 -

M.S. 135 138 1
Short-Term (0.C.) 438 291 147
Short-Term (1.C.) 2,650 1,389 7 1,261
TOTAL.ccceeenceene 3,231 1,812 1,419

The table indicates that CNHE has actually sent more candidates for M.S.
training (97) than were actually programmed (91). CNHE has sent one-half of
those originally programmed for short-term, out-of-country training (132) and has
provided training to about one-sixth of those originally programmed for short-
term, in-country training {231).
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FUNDAPEC received a grant in 1988 to identify and oversee the training of
public sector and NGO candidates. Thus, is has less participation time in the
program. The data suggest that FUNDAPEC has concentrated more on identifying and
supporting individuals for short-term. They have already sent 159 of the 175
participants originally targeted for out-of-country, short-term training, and
1,158 of the 1,260 originally targeted for in-country training. They are close
to meeting their targets for short-term training. As of June, 1992, they still
had to send 17 of the 44 candidates originally targeted for long-term training.

It can be concluded that training targets will in all likelihood be met
prior to the end of the project. Short-term training is relatively easier to
organize and undertake, particuiarly that which will be provided in the Dominican
Repubiic. The implementing agencies are more easily in contact with candidate
training institutions. Furthermore, the candidate pooi is relatively larger for
this type of training. CNHE and FUNDAPEC are both in the process of establishing
additicnal in-country training programs.

5. Project Assumptions

A basic premise of DETRA is that focusing on firms that export or have the
potential to export, and on public sector institutions which support them, will
lead to increased export growth and economic development. Several key
assumptions underlie this model. Those related to project goal, purpose and
outputs were outlined in the project’s Logical Framework Matrix. Several related
to focus on firm organizational change and supporting public sector institutions
have not been enumerated previously. They will be discussed in the section on
implementing the firm level approach because the success of the model and its
applicability to future projects depends on their validity.

(2) Project Goal
* PRIVATE SECTOR FIRMS ARE WILLING TO REORIENT THEIR ACTIVITIES

Many firms have been willing to reorient their activities in several ways.
First, many have used the training to heip them diversify the products which they
sell. This has been true of firms in the agricultural sector and in industrial
sectors . such as artisan and textiles. Second, many have been willing to
introduce organizational changes and new technologies -- such as use of computers
-- to their organizational and management systems. There has been a tendency for
older, more established, and larger firms to change more slowly. They have
survived past difficulties, and perhaps more importantly, have been the
beneficiaries of government policies which have protected them from international
competition. They are comfortable with the their current modus operandi. Many
of thesea firms are highly centralized. On the other hand, newer and smaller
firms are, on the whole, more open to change. Many have yet to establish firm
patterns of administration; and many view the export market as their principal
field of endeavor.

* POLITICAL STABILITY AND ECONOMIC GROWTH WILL CONTIRUE

The pelitical climate in the Dominican Republic has remained stable for the
past 25 years. There is no reason tc believe that it will not continue to be
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stable. Political stability has had a positive impact on the growth and
evolution of firms in the private sector, and has been responsible for a surge
in investments by foreign firms in the Dominican economy.

Reduced funding for the public sector has had an adverse affect on programs
which these institutions undertake, employee salaries and morale. This has
jeopardized their future and has prompted substantial horizontal meobility from
the public sector to the private sector. Some informants questioned the ability
of the public sector to continue to provide adequate investments in research and
training which buttress the economy, and which the private sector expects the
government to make.

Whipsawed by mounting balance of payments gaps, public sector deficits, and
depreciation of its national currency, the Dominican Republic’s economy has
experienced slow, and at times negative, growth. This has in turn led to high
inflation and rising unempioyment. The recession in the United States has
further hampered the ability of Dominican firms to export their products. As a
consequence of these factors, many Dominican firms have gone bankrupt and out of
business, and the ability of many firms to export has been curtailed.

The emphasis given by the Dominican government to tourism and construction
industries, and to free trade zones has been paralleled by a neglect of the
agricultural sector. There has been a tendency for agricultural firms to
diversify, particularly into non-traditional export crops. However, many have
been limited by the lack of credit and timely technical assistance.

{b) Project Purpose
* PRIVATE SECTOR FIRMS RECOGNIZE WEED TO UPGRADE ENPLOYEE SKILLS

On a philosophical level, all firms recognize the need to upgrade the work
skills of their employees. On a practical level, supervisors indicate that they
are willing to invest time and monetary resources in skill training, depending
on the type of training. With regard to long-term, degree training, there is
universal agreement that this training is appropriate for personnel who are
1ikely to become future executives gr high level managers. In the case of family
firms, these individuals are often members of the owner families. Family firms
are less willing to invest in non-family members who are less likely to remain
with the firm. They are also Tess likely to place them in executive positions
in which they would be best able to capitalize on their training.

Firms are more likely to approve of short-term training, particularly that
which is provided in the Dominican Republic. It is less disruptive and less
costly. Supervisors also indicate that short-term training is more likely to
respond to specific manpower needs in the firm.

* EMPLOYEES VIEW FURTHER TRAINING AS A FACTOR IN JOB ENHANCENENT

Returned participants universally appreciate the importance of training as
a factor in job enhancement. In Dominican society, there is great appreciation
of the importance of additional training, both technical and academic, in future
job and general social mobility.
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Most returned trainees indicate that their job careers and salaries have
been enhanced by the training which they received. This is true for long-term
training and short-term training in the Dominican Republic and overseas.

* PUBLIC SECTOR INSTITUTIONS ARE SUPPORTIVE OF PRIVATE SECTCR GROWTH

This assumption has been verified during the duration of DETRA. FUNDAPEC
has provided substantial resources for the preparation of manpower from the
Central Bank and CEDOPEX. Both institutions are viewed as keys to increasing
export activities by Dominican firms. Other institutions, such as ISA, INTEC and
other universities, alsc provide important support for firms that export.

* EMPLOYMENT OPPORTUNITIES EXIST FOR TRAINED PERSOMNEL

According to the project design, all trainees should have been employed for
at least two years prior to being proposed for fellowships. The project assumes
they will continue to be employed by sponsoring firms upon return. Thus,
employment opportunities exist for personnel trained under the program. A
returned participant survey indicates that many employment opportunities exist
with firms that have not participated in DETRA. Many participants now work for
firms other than those which sponsored their training. It is more prevalent for
those who were sponsored by public sector institutions.

{c} Project Dutputs
* PRIVATE SECTOR FIRMS WILL FINANCIALLY SUPPORT EMPLOYEES IMN TRAINING

In general, this assumption has been validated by DETRA. However, firms are
more willing to suppert short-term training because it is less costly, and
because it implies that personnel will be absent from their jobs for less time.
Firms are less disposed to continue to provide salary support for long-term
trainees, particuiarly if the trainees do not have established 1inks to the firm,
such as being members of owner families.

* QUALIFIED CANDIDATES ARE AVAILABLE FOR TRAINING

DETRA has been able to identify qualified candidates for training slots.
This has varied somewhat by the type of training and the origin of candidates.
Typically, short-term training has not required academic rigor in participants.
However, it has assumed that candidates are in positions, or will be promoted to
positions, in which they can take advantage of the training received. This has
not always been the case. Most participants, who undertook tong-term training,
have successfully completed their programs. They have been screened according
to ability to handle the English language and by graduate schools and admissions
offices at U.S. universities, or other appropriate training institutions.

The pool of candidates for the program turned out to be somewhat smaller
than originally anticipated, particularly for long-term training. Many private
sector firms are small and have few employees able to undertake training. Either
firms cannot afford to release them or they cannot afford to pay associated
costs. This has resulted in a tendency for graduate training to be elitist in
the sense that only firms which can afford to pay counterpart funding
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participate. Financial strength is another screening criterion. Firms in the
financial sector have been most able to cover these contributions. Many in the
agricultural sector are unable to pay because of its depressed condition.

® LOCAL INSTITUTIONS HAVE FACILITIES AND CAPABILITIES FOR ORGANIZING
SEMINARS AND WORKSHOPS

In-country training has generally been of high quality and applicability.
CNHE has identified the content of courses by soliciting inputs from affiliates
cf that organization. FUNDAPEC has used various sources of information,
including newspapers and public institution informants. Organizations providing
the training are selected through open competition. Typically, CNHE and FUNDAPEC
solicit proposals and select the best one for each short-course. Training
entities have used various facilities for their training, including their own
infrastructure and local hotels and other similar facilities.

(d) Summary

On the whole, project assumptions have been robust. They have not been
totally borne out; however, DETRA has proven to be of considerable vtility and
has impacted on the participating individuals and institutions. The
organizational focus on individual firms and pubiic sector institutions, through
use of Enterprise Training Plans, appears to be based on assumptions which are
less valid in the Dominican Republic than in other countries. Aithough the
reduced validity of these assumptions reduces the utility of training for
individual firms and institutions, it does not reduce the utility of the training
for individuals, nor the impact on key sectors. Alternative approaches to the
organization of future training projects are discussed in the recommendations
section of this report.

CGRGANIZATIONAL APPROACH
1. Implementation of Firm Level Approach

(2) Introduction

A basic assumption of DETRA is that greater training impact will result from
a focus on private sector firms and related governmental organizations rather
than individuals or economic sectors. Although it will be impossible to verify
this assumption, given that we have no point of reference grounded in individual-
or sector-based training programs, the assumption can be assessed indirectly by
reviewing aspects of project implementation and impacts that are related to it.

The Enterprise Training Plan (ETP)* is the fundamental design tool to
facilitate focus on individual firms and institutions. Because the ETP is a

* . Government agencies and parastatals alsc participated in the program.
Typically, the pians prepared by these entities are referred to as Institutional
Training Plans. ETP will refer to training plans prepared by private sector
firms and these institutions.
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precondition for participation in the program, it screens institutions. In
addition, it is designed to help shape training nrograms offered to candidates.
The are meant to identify organizational level constraints, training needed to
overcome them, and specific candidates for this training. Thus, it is meant to
facilitate appiication of knowledge acquired upon return to the organization.

Because it is the key element of the firm level planning strateqy, The ETP*
was the subject of major discussion by Renforth (1990) in his previous evaluation
of DETRA. He highlighted several major problems with the design and use of ETPs,
and made several recommendations for changes which have since been incorporated
into the program by CNHE and FUNDAPEC (the implementing agencies).

In part, this assessment of the validity of the design and implementation
of firm level planning process, as a key to DETRA, will draw on Renforth’s
report. In part, it will extend the analysis to examine changes in
implementation which have occurred since he made his recommendations, and
training impacts which have occurred since then. My recommendations will focus
on the design of future training projects, given the experiences which have
surrounded DETRA, and the use of ETPs.

{b} Preparatien of ETPs

Renforth (1990) has documented the difficulties faced by implementing
agencies in getting firms to prepare ETPs. In part, the difficulties encountered
were due to the limited planning capacity of the firms. Many are small and are
guided by leaders who may not have a full apprecistion for the concept of long
range planning, particularly in the area of human resource development. Many
face pressing time constraints, and given the low priority which they assign to
the planning process, are unwilling to delegate much time to them. Many have
limited experience in conducting formal planning exercises. This is less true
of government and parastatal organizations, which typically have assigned
individuals and/or offices to human resource development topics and programs.
Host private sector firms lack this structure and attention to planning. Thus,
FUNDAPEC experiences less problems in getting sponsoring institutions to prepare
plans than did CNHE.

Candidates were encouraged to encourage their employers to prepare ETPs and
to provide sponsorship for their training. This shift in focus resuited in
easier 1identification and timely placement of long-term training candidates.
However, it may also have reduced overall impact of the program by supporting
candidates with more tenuous ties to sponsoring firms and by previding training
relevant to individual needs, but less sc to sponsoring firm needs. Analyses of
training impact, based on a survey of returned participants, will assess program
planning offices and are familiar with planning processes.

Preparation of ETPs progress through several stages. During the first
stage, emphasis was placed on working with individval firms. This proved to be
an extremely slow and difficult process. Concern for getting long-term
candidates placed in graduate programs in time to complete their programs caused
a shift in focus from firms to individual candidates. During the second stage,
impact. The program is currently in the third stage, which refers to completion
of short-term training commitments. Based on Renforth’s recommendations, no ETPs
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are being required for participation in in-country training.

The implementing agencies have worked hard to meet project design terms,
particularly those related to the preparation of ETPs. In fact, the CNHE has
aliocated resources specifically to this activity, and to related subsequent
follow up with participating firms. Similarly, FUNDAPEC has worked closely with
government, parastatal and NGO participants. FUNDAPEC has had less difficulty
in securing training plans from governmental organizations, largely because many
had previously prepared them and were structured to undertake planning exercises.

{c) Advantages of Firm Level Approach (ETPs)

Conceptually, several major advantages exist to this approach, related to
expected impact on individual firms as well industry sectors and individuals.

& By identifying firm level constraints and addressing them, the program
is designed to make the firms more competitive and more effective contributors
to the Dominican economy, particularly to activities related to export of
Dominican products.

4 By linking individual training to firm employment commitments, it ensures
that training will be used to the benefit of the Dominican economy.

& By identifying training needs, it facilitates preparation of training
programs with greater relevance to problems faced by participating institutions.

Underlying this rationale are several assumptions which will be evaluated
in a subsequent section. This analysis suggests that the rationales may less
valid for the Dominican Republiic than for other settings.

(d) Disadvantages of Firm Level Approach

There are several disadvantages to using the firm level approach,
particularly when related te the use of rigorous training plans. In large
measure they are distinct to the peculiar economic and cuitural circumstances of
the Dominican Republic. This context implies a lack of tradition of working with
manpower training plans. Many private sector firms are new and have not
previously undertaken similar exercises. Furthermore, most firms are relatively
small and many are family owned and operated. Any long-term training in
reference te them will probably include the participation of members of the
immediate family. The tremendous uncertainty which pervades the Dominican
economy probably augurs against long-term planning. Most firms are concerned
with contemporary probiems which condition their survival from week-to-week
rather than with long-term training needs. Finally, there is a tendency in the
Dominican culture to focus on individuals, their needs, capacities, and how they
may relate to firm or organizational needs. Thus, the tendency is not to begin
with the firm and relate its needs to individual training. Rather, 1t is to
begin with the individual and relate his characteristics to firm needs.

Several major disadvantages derive from this context. They are more common
to private sector firms and to NGO. Government agencies and parastatals
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typically have undertaken planning exercises, particularly in reference to
demands by other donor-sponsored programs. Thus, they are accusiomed to them
and, in many cases, have cffices which are dedicated to their preparation.

& ETPs have been defined by many private sectsr firms and KGGs to be an
application requirement rather than a reference document, According to
informants, about half were initially prepared by the candidate himself with
1ittle or not input by other members of the firms involved, and sometimes after
candidates were actually selected for the program.

¢ Many of the plans were not well done., Some Jack important pieces of
information. Others fail to identify firm level constraints well. Some do not
cltearly inference the training needed to overcome identified constraints.

¢ The time and effort provided by implementing agencies in assisting firms
prepare their training plans has been substantial. It has exceeded that
envisioned in the project design.

¢ Training plans for smail znd/or family owned firms tend to focus on the
needs of the potential participants rather than firm needs. This is a logical
outcome of the reduced pool of candidates for training in these firms.

¢ Related to all of the above, Renforth (1990) showed that the information
in the ETPs is not extensively used. His analysis of the content of ETPs and
graduate degree level training programs showed that only about 20% of the
training was related to needs identified in training plans. Furthermore, firms
indicated that they had no other use for the plans. My analysis of ETPs prepared
during the past two years indicates that this percentage may have increased
somewhat, but not appreciably from a cost/benefit perspective.

(e} Assumptions of Firm Level Approach

Implied in the above discussion are several assumptions regarding how the
ETP model relates to constraints faced by the involved firms through training
provided under the program. These merit additional discussion, because relative
success of the program depends on their validity.

% ETPs identify most serious firm level constraints - The ETP model assumes
that firm managers are involved in preparing them. This occurred for most
government agencies. It was much less common for private sector firms, probably
because top management was nect involved in the preparation of the ETP.
Furthermore, most do not have personnel offices, or individuals charged with
overseeing personnel development.

¢ Firms propose training to sclve constraints - The ETP model assumes that
the most important firm Tevel constraints are identified in the ETP and that
proposed training will solve them.

i. In many cases, the application process was initiated by individuals,
some of whom had marginal affiliation with firms. They learned of the
availability of feiiowships through newspaper ads, or through acquaintances, and
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sometimes directly approached the CNHE about them. Many ETP’'s were prepared by
the trainees themselves and then approved by a firm. ETPs were viewed by many
firms as merely a requirement in the application process; and there was a
tendency for them to be filled out to satisfy the training interests of
individuals rather than the training needs of the firms.

ii. Because of the preparation costs implied, the ETP requirement has
onty been rigorously applied for long-term training. This type of training only
addresses Tong term needs, because most trainees will be absent from their firms
for at least two years while studying abroad. However, the paradox is that many
ETP’s focus on short-term technical constraints, most of which are not addressed
by Tong-term training. Firms indicate a preference to hire from existing pools
of manpower to address immediately the short-term constraints. They cannot
afford to wait for the trainees to return to address them.

iii. Other ETPs often mention policy and cther contextual constraints,
most of which cannot be addressed by training private sector personnel under this
program. There was 1ittle or no coordination with government agency firms in the
preparation of their ETPs and proposed staff development programs.

iv. Several firms approached the fellowships for overseas training as
rewards for their personnel. In many cases, thera was no direct relationship
between the Jjob requirements of employees and the training provided. Some
returned trainees complained of their inability to apply what they learned in
their jobs upon return.

¢ Training provided responds to needs - It is easier for training
providers in the Dominican Republic to offer training which responds tc actual
needs, assuming that selection of participants is based on training needs. They
can interact directiy with the CNHE and FUNDAPEC in preparing their programs and
are cognizant of the needs of the sectors from which trainees come. Training
providers in the U.S. have had greater difficulty in aligning their programs with
real needs. In the case of short-term training, the courses provided have often
been off-the-shelf. They were of nigh quality, but less direct applicability.
Returned short-term trainees have indicated that they especially appreciated
observational tours which exposed them to alternative ways of doing business.
Long-term training is much more likely to respond to long-term training needs.
Much of the long- and short-term overseas training has been consistent with needs
identified in the demand study conducted at the onset of the program. Examples
of this training are degree programs that were provided in technical areas, such
as computer information systems, food processing, and international law.

¢ Participants return to their institutions after training - About 30% of
the returned trainees indicated that they do not work for the institutions which
ostensibly sponsored them for the training. Many have moved on to other
employers in response to better salaries, work environments, and opportunities.
In some cases, CMHE and FUNDAPEC wer= unable to detect that trainees were not
actually employed by sponsoring ins: <ions prior to departure for training.
In other cases, firms were unable to - oy trainees upon return. Some had gone
out of business or were inoperative -  other reasons.
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2. Assessment of Impact of Firm Level Approach
ia) Introduction

The firm Tevel approach is operationalized by the use of Enterprise Training
Plans. Thus, impact can be assessed by evaluating post training experiences.
Individuals who were sent by firms with good training plans should have been ahle
to apply better their training. Both employer institutions and returned
participants should benefit more from the training. It is recognized that this
is an imperfect methodology for assessing impact, because true impact is best
assessed over 2a time period much greater in length than that available in this
instance. However, it is the best opticn available.

Impact will be measured using data from a random survey of returned
participants. The survey is described elsewhere. Responses given by returned
trainees to questions about impact will be used to measure this variable.
Quality of training plan is measured using a rating of firm/institutional
training plans by the author. Plans were evaluated using z scale of ratings of
the following characteristics of the plans: {2} compieteness; (b) identificatien
of project relevant needs; (c) consistency of training with needs; (d) rigor of
analysis; (e} inclusicn of individual training pians; (f) utiiity of plan for
placing trainees; and (g) quality of presentation. Each item was ranked from
high (2) to low {0) which yielded a range of scores from 14 to 0.

Many of the respondents were employed by firms or institutions which did not
prepare training plans. Most had participated in short-term in-country training
programs and consistent with a recommendation made by Renforth (1983) training
plans were only prepared for out-of-country training. In all, 25 of the 58
private sector respondents were sponsored by firms which prepared training plans;
16 of the 32 respondents who participated in the program under the aegis of
FUNDAPEC were from institutions which prepared training programs.

Most pians were not well prepared. Their quality varied considerably. In
general, pians prepared by government institutions and NGOs, institutions with
greater longevity, and larger institutions were of the highest quality. Some
government institutions were previously required by other donors to prepare
training pians. Older institutions have had more time to routinize planning
functions. And larger institutions have a greater need to do so.

(b) Utility of Training Plan

Tabie 2 presents data on variations in perceived utility of the training
experience by quality of training plan. Overall, participants give high utility
marks to training. Over three fourths of those sponsored by CKHE and about haif
of those sponsored by FUNDAPEC rated their training experiences as highly useful.
Only one trainee sponsored by each gave a Tow utility rating to their training.

A positive relationship between utility and quality of training plan was
found for FUNDAPEC-sponsored trainees. About two-thirds of those who gave high
utility marks to their training were sponsored by institutions which prepared
high quality plans, while only 17 percent of those from institutions that



14

Table

2

A

Ytility of Training by Quality of Institutionai Training Plan

Quality of Training Plan

High Low Jotal
CNHE FUNPEC CNHE FUNPEC CNHE FUNPEC _
Utitity $ % § % # % # % # % # %
High 9 &4 7 64 10 91 1 17 19 76 8 47
Madium 5 36 4 36 -~ - 4 66 5 20 8 47
Low - -- - -- 1 g 1 17 1 4 i €
Total 14 56 11 65 11 44 6 35 25 100 17 100

prepared Tow quality training plans did so. On the other hand, 91 percent of the
private sector trainees from firms with low quality training plans rated their
training as highly useful while only 64 percent of those from firms with high
Thus, the data indicate that there is little

quatity training plans did so.

relationship between usefulness of training received and gquality of training
plans for CNHE-sponsored trainees, and that it may be slightly negative.

Tabie 4
Difficulty Applying Training by Quality of Institutionai Training Plan

Quality of Training Plan

High Low Total

Difficuity

Applying CRHE FUNPEC CNHE FUNPEC CNHE FUNPEC
Training # % _# % i % # % £ % ¢ %
None 3 64 5 50 7 58 4 42 16 62 3 50
Some 5 36 4 40 5 42 2 29 10 38 6 33
Much -- -- 1 10 .- -- 2 29 -—- -- 1 17
Total 14 54 10 56 12 46 8 44 26 100 i6 100

(c) Difficulty in Applying Training

Data on the relationship between quality of training plans and difficulty
in applying training upon return are found

in Table 4.

Most returned
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participants nave been able to apply their training. Over half indicated that
they have not had any problems doing so and only one FUNDAPEC trainee indicated
that he had much difficulty doing so.

The relationship between quality of training pian and difficulty encountered
in applying training is weak, but is in the expected direction for both CNHE and
FUNDAPEC trainees. Only FUNDAPEC trainees indicated that they had much
difficulty applying what they learned. Thus, the overall rate of return appears
to be higher for CNHE trainees, despite the fact that training plans of private
sector firms were more pooriy prepared.

{d) Impact through Changes Promcted upon Return

Data on the relationship between quality of training plan and impact on
institutional change are found in Table 5. Slightly over half of the respondents
indicated that they have brought about institutional change after receiving their
training. FUNDAPEC trainees were more active in promoting change ir their
emplioyer institutions.

Tabie 5
Impact through Changes Promoted by Quality of Institutional Training Plan

Quality of Training Plan

_ High Low Total
Knowledge
Used to Make CNHE FUNPEC CNHE FUNPEC CHHE FUNPEC
Changes % ¥ % # % # % # % ¥ %
Yes 8 62 & 50 & 50 5 71 14 56 13 76
No 5 38 2 20 6 30 2 25 11 44 4 23
Total 13 52 10 5?9 12 48 7 41 25 100 17 190

Data indicate that the relationship between training plan quality and change
impacts varies by type of program. FUNDAPEC trainees employed by institutions
which prepared low quality training plans were more likely to have promoted
institutional change than were trainees from institutions which prepared high
quality training plans. The opposite is true for CNHE trainees. Those from
firms which prepared high quality training plans were most likely to primote
institutienal change.

{e) Saiary Increases

Salary is a measure of personal gain. Data on the relationship between
salary increases received after training and quaiity of training plans is found
in Table 6. They indicate that half of the CNHE trainees felt that their
training led to salary increases, while only 22 percent of the FUNDAPEC trainees
did so. Training has lass impact on salary increases for public sector and/or
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NGO employees than private sector employees. These percentages are somewhat
below those for the entire sample, probably because the proportion of trainees
who received in-country training is higher for this sample than for the eatire
program. Other data suggest that Tong-term and out-of-country training
experiences are more likely to result in salary increases.

Data indicate a weak positive relationship between quality of training plans
and impact on salaries of CNHE trainees. Fifty-nine percent who ranked the
impact as high were sponsored by institutions with high quality training plans.
Conversely, 67 percent of those sponsored by firms which prepared low quality
training programs ranked training impact on salary as low.

Table 6
Impact of Training on Salary by Quality of Institutional Training Plan

Quality of Training Plan

High Low Total
Impact of
Training on CNHE FUNPEC CNHE FUNPEC CNHE FUNPEC
Salary # % # % # % # % # % £ %
High 16 59 2 20 3 33 2 25 13 50 4 22
Low 7 41 8 80 6 67 6 75 i3 50 14 78
Total 17 65 10 56 g 35 8 44 26 100 18 100

This systematic variation is not apparent for trainees sponsored by FUNDAPEC.
Over three fourths rank impact as low regardless of quality of plan prepared by
their employer institutions.

{f} Industry Exports, Diversification and Earnings

During the first several years of DETRA, the program was restricted to
private sector firms, which theoretically were or would become involved in
exporting Dominfcan products. This was consistent with the goal of increasing
export earnings. Subsequently, public sector institutions and NGO’s, which
directly or indirectly support exports, were also added to the program. Public
sector institutions are not included in this analysis because they are not profit
oriented and do not produce products for export. They do not export, have
products to diversity and do not earn profits. Thus only data provided by CNHE
trainees are included in Table 7.

These data indicate that there is a weak relationship between quality of
training plans and post-training impact on export levels. No positive
relationships are found for industry diversification and earnings. Indeed,
participants who were sponsored by firms which prepared low quality training
plans appear to have had a greater impact on both diversification and earnings
than did those who were sponsored by institutions whicn prepared high quality
training plans.
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Table 7
Impact of Training on Industry Exports, Diversification and
Earnings by Quality of Institutional Training Plan

Impact Quality ef Training Plan
on High Low Total
CNHE CNHE CNHE
__Exports £ % £ % ¥ %
High 2 22 - == 2 138
Medium 7 78 1 56 8 73
Low .- -- 1 50 1 9
Total 9 82 2 18 11 100
Diversification
High 5 45 3 60 8 30
Medium 4 36 2 40 6 38
Low 2 19 -- .- 2 12
Total i1 69 5 31 18 100
_Earnings
High 5 45 5 33 10 38
Medium 4 36 7 47 11 42
Low 2 19 3 28 5 20
Total 11 42 15 58 26 100

(g) Summary of Data Analysis

These data are not necessarily definitive, given the limited number of
respondents who were from institutions which had prepared training plans.
Nevertheless, they do suggest that the expected strong relationship between
quality of training plans and impact is absent. High quality training plans do
not necessarily lead to higher vciume of exports, product diversification and
higher earning levels. Furthermore, it can be inferred that resources dedicated
to helping institutions prepare training plans have not yielded the expected
positive results. Further analyses of training impact are presented in
subsequent sections.
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(h) Explanations for Reduced Impact of ETP Kethodology: Further Discussion

There are several explanations for why the ETP methodology has not resulted
in the desired post-training impacts. When considered together, they probably
account for most of the discrepancy between expectations found in the project
design and outcome.

i. Participant Mobility - Many of the returned participants no longer
work for the institutions which ostensibly supported them while there undertook
training. The survey of returned participants indicated one third or more have
changed jobs. Assuming that participants received training that was designed to
address problems of their employer firms upon return, the positive impacts of
their post-training inputs were lost when they changed firms.

ii. ETP Problem Identification - Several respondent supervisors
indicated that they questioned the vaiidity of an important assumption of the ETP
methodelogy; namely, that existing problems should be identified and that
training should be proposed to address them. This sequence fits for short-term
training. However, ETP’s are not required for short-term training, at least
that given in the Dominican Republic, as recommended in a previous evaluatioii.

Firm representatives questioned the usefulness of long-term training to
solve these problems. They noted that their firms need to have professionals
working for them who can address major prcblems when they present themselves.
ETP’s are required for overseas training, much of which is long-term. Firm
representatives indicate that they prefer to enter the existing labor market to
find individuals with qualifications which help their immediate problems, rather
than waiting for employees in training to address them upon return.

iii. Firm Level Acceptance of Pianning - Many firms question the value
of the planning exercise. Many had not had previous planning experience. O0Others
had serious financial difficulities and were more concerned about addressing them
than considering future needs. They failed to see the link between long-term
manpower development planning and solutions for their financial problems. For
this and other reasons, some firms did not tazke the planning process seriously.
They failed to engage high level managers in the exercise, and, consequently, to
relate training to firm needs. This may explain in part why many returned
participants indicated that their firms did not appreciate the contributions
whigh they could make, and, therefore, did not provide them with opportunities
to do seo.

iv. Focus on Individual - Business executives in the Dominican Republic
appear to focus more on individuals than firms when they assess training needs
and how skills can be utilized. This may reflect traits peculiar to the Latin
culture. As noted by Renforth (1990) they approach training from the
perspective of the individual. They evaluate his/her abilities and training
needs first and subsequently, how additional abilities gained through training
can help their firms. This is the opposite of the approach found in the ETP
methodology which begins by identifying needs of the firm and works to
individual training needs to help the firm address them. The discrepancy in
approach may have limited the ability of executives to properly follow the ETP
methodology when compieting their plans.
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EYIDENCE OF CRITICAL MASS APPROACH
i. Introduction

The project paper alluded to the intent of the project to train a critical
mass of employees. It did not necessarily state whether this critical mass was
to be in a specific firm or industry or sector. However, there was a statement
to the effect that it was supposed to affect export levels and agricultural
diversification.

An analysis of participant lists indicates that trainees were broadly
distributed across industries and across secters. There was no indication of a
concerted attempt to train “critical masses*, whether within institutions or
sectors.

In this section, we review CNHE and FUNDAPEC recruitment and training
policies. The evidence is largely anecdotal and resulted from interviews with
program managers of these two institutions.

2. CNHE

CNHE selected priority industries in structuring its initial training
program. To the extent that it excluded certain industries its strategy
reflected concentration of resources. The CMHE Administrative Conmittee decided
to exclude the insurance and finance industries in the first phase of CNHE’s
program. Its members believed that these industries possessed sufficient funding
to pay for their own training. In addition, the industries were believed to be
less central to promotion of exports and agricultural diversification than
others. CNHE eventually decided to train employees from private banks.

The chairman of the Administrative Committee recommended that follow on
programs focus on only a few industries in order to benefit from the interactive
effects of critical mass training. He indicated that the program, if it were to
focus on the private sector, should be sufficiently flexible to aliow
representatives of the private sector to select the industries which are to
receive preference.

3. FUNDAPEC

FUNDAPEC is responsible for selecting and providing training to participants
from public institutions and NGOs. Thus, discussion of critical mass training
takes on a different connotation than for the private sector. Public sector
institutions and NG0‘s can indirectly impact on exports and industry
diversification by affecting government policies and by providing appropriate
training to representatives of the private sector. Training given te their
employees cannot directly affect these conditions because they do not directly
contribute to private sector actjvities.

There was some evidence of a critical mass approach on the part of FUNDAPEC.
Although resources were spread across numerous institutions, many participants
were selected from the Central Bank -- representing the financial sector -- and
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from the Superior Institute of Agriculture (ISA}) -- representing higher
agricultural education. FUNDAPEC employees indicated that this was done
purposely. By training a large number from the Centrail Bank, they hoped to
influence credit and tariff policies which impact on export/import activities.
By training a iarge number of ISA faculty, they hoped to strengthen higher
education for agricuitural preduction and for export of agricultural products.

ASSESSING DIFFERENCES IN INMPACT

1. Introduction

The primary purpose of the survey was to gather data in order to assess the
overall rate of use of training, the impact of training on the careers of
participants and their sponsoring firms, and their contributions to meeting
project objectives. Data were gathered for several indicators of each impact
dimension; the indicators are found in the Appendix. In this section, we limit
our analysis to one major indicator of each impact variable, namely:

(1) Overall rate of use of training - Percent of Knowiedge Acquired through
Training Used in Job;

{2) Impact on participant career - Training Led to Salary Increase

(3) Impact on sponsoring institutions - Knowledge Gained through
Training Used to Make Changes in Employer Institution

(4) Contribution to Project Objectives - Impact on Industry Exports,
Productivity and Diversification

Data allow us to ascertain differences in the impact which the following key
program variables have had on the careers of individual participants, the
institutions which employ them, and project objectives.

{1} Sector of Employment (private vs. public/NG9);

{2) Specificity of Training Program (general survey vs.
product/industry specific technical training);

(3) Nature of Training Provided (management/administrative vs
technical/preoduction);

(4) Type of Training (degree vs. non-degree);
(5) Size of Firm (large vs. small); and
(6) Location of Training {out-of-country vs. in-country)
Data related to other questions about training impact and use were also

gathered. They are used to expiore the reiationship of cutcome variables %o
characteristics of particular training programs and employer institutions.
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2. Selection of Firm to Conduct Field Survey

Initially, the General Development Cffice, USAID/Santo Domingo, was consulted
about appropriate institutions to conduct the field survey. Proposals were
solicited from Orientacion Mercadologica, S.A. (OMSA) and ISA’s Center for Rural
Development Administration (CADER). CADER was selected because its staff could
provide a final product within the time frame of the study. They conducted the
field survey from June 10-22, 1392 «nd prepared & summary report shortly
thereafter (See Appendix).

3. Sample

A random sample was drawn from a iist of all participants in the General
Development Training Program. Because more participants undertock short-term
training programs, they were relatively more emphasized. Unlike the Renforth
evaiuation, particuiar attention was also given to in-country trzining, much of
which has been provided since the preparation of his initial evaluation.

Table 8 contains a summary of the original sampling frame and final sample.
It indicates the characteristics of the proposed and final samples by type of
training for management entities. Participants who fell in the proposed and
final samples are listed in the Appendix. The proposed and final samples are
comparcd according to gender, employment sector and employer type.

Several characteristics of the original sample are noteworthy. First, only five
NGO-spensored participants were in the sample, and all of them participated in
out-of-country short-term training. The number of participants in this category
was exceedingly low; and most were employed in the health sector. Approximately
three private sector participants were selected for each public sector employee
despite the large number of in-country training courses offered through FUNDAPEC.
This aliowed us to assess more fully impact of the program on private sector
firms. Third, the largest block of FUNDAPEC participants was from educational
institutions, while the largest block of CNHE participants were from private
firms. This reflects the clientele of each implementing agency. Finally, about
40% of the participants in the originzl sample frame were female. The
percentage was slightly higher for FUNDAPEC manageC participants, reflecting the
fact tnat FUNDAPEC had s higher number of participants from the education sector
in which women are more active.

Comparisons of the final and propcsed samples indicate that the percentage
of femaie respondents in the final sample was slightly smaller than for the
proposed sample -- 33 percent. This occurred because professors who had
undertaken short-term in-country training were hard to locate. Participants of
in-country training programs were somewhat over represented, perhaps because they
were the most recent participants in the program and had been less mobile.
Economic sector data indicate that participants working in health/population
programs are the most under represented. HNone in the original sample were
located and they were not repiaced by health/poputation workers. Al1 health/
population workers were employed by HGOs and were highly mobile, both
geographically and occupationally. The next most under representad sector is
agriculture, which is foliowed by education. Proportions of respondents employed
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in the private and public sectors are consistent with initial expectations.
About 38 percent were sponsored by public sector institutions or NGOs.

Table 8
Characteristics of Propcsed and Final Samples

Sample Characteristics

Gender Sector Emplover

Type Training | Male Female A __EC H/P ED Gov/NGO PS

Pro Fin Pro Fin i Pro FinjPro Fin{Pre Fin|Pro Fini Pre Fin Pro Fin

CNHE i
1
Graduate Degreei 16 11 9 3 8 116 4y -- --1 1 2| -- 2 25 12
Short-Term {IC)| 13 19 7 13 5 3] 15 29} -- -} == ==l - 1 20 31
Short-Term (OC)| 14 6 6 6 8 215 13| == ~-=f «= =} -- § 20 7
Subtotal....... 43 36 22 22 18 6} 46 46| -- -- 1 2| -- 8 65 50
FUNDAPEC
Graduate Degree} 4 1 3 2§ -- 1| 3 --} -- --1 4 2 5 3 2 --
Short-Term (IC)! 13 13 7 1 3 & 6 7 -- --111 2 8§ 8 12 6
Short-Term (0C); 11 i1 9 &5 == --{ 6 &4 5§ --f 9 12/ 19 16 1 --
Subtotal....... 28 256 19 8 3 6715 11y 5 --1 24 16f 32 27 15 &
Total Sampie
Graduate Degree| 20 12 12 § 8 2|19 4} -- --| 5 4 &§ § 27 12
Short-Term (IC) | 26 32 14 14 8 821 36; -- --} 11 2! 11 9 32 37
Short-Term (0OC) | 256 17 15 i1 5 2(21 17 5§ --{ 9 12f 13 14 21 7
Totalesosuse ... 71 61 41 301t 21 12} 61 57¢ 5 -«1 25 18I 32 35 80 56
Pro - Proposed A - Agriculture GOV/NGO - Government/MNon-Govern-
Fin - Final EC - Other Economic Sectors mental Organizations
H/P - Health/Population PS - Private Sector
ED - Education

In sum, although somewhat smaller than that proposed, the final sample
appears to be representative of the entire universe of participants in the

program.
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4, Interview Process

Time invested in the interview process was greater than originally
programmed. This was primarily because of the high level of job mobility of
returned participants. Mobility was highest for participants who were sponsored
by public sector institutions and nongovernmental organizations. The sponsoring
institution frequently indicated that it did not know the new place of employment
of the participant. Another obstacle was the refusal by some returned
participants to take part in the interview. They alleged that they had responded
to the same questions in questionnaires sent to them by CNHE, FUNDAPEC and/or the
USAID Mission. Other returned participants were unavaiiable for interviews,
either because they were out-of-country or had passed away.

Similar to what Renforth reported, several of the participants, who had been
selected and trained through CNHE programs, were not working for the companies
which had sponsored them. They had never worked for the firms and merely
received the sponsorship of the firms for the purposes of receiving their
training fellowships.

A list of reasons why twenty-two persens in the original sampling frame were
not interviewed is found in Table 9. It is representative of the reascns given.
The reader is referred to ISA/CADER’s preliminary report for a listing of the
names of these individuals.

Tabie 9
Reasons Why Respondents Were not Located

Reason Given Number

Does not Werk Here

Unknown

Qut-of-Country

Filied Out Previous Questionnaire
Fassed Away

=P 0000

5. Impacts by Sector of Employment

Data on the differential application of knowledge by sector of employment
for trainees managed by FUMDAPEL and CNHE are found in Table 10. They indicate
that roughly about 50 percent of ail respoendents are applying over half of what
they learned in their present jobs. The proportion is higher for FUNDAPEC
trainees than for CNHE trainees. The remaining respondents sorted themselves
more or less equally into the categories of less than 50 percent of knowledge
applied and 50 percent applied.

CNHE trainees were less likely than FUNDAPEC trainees to use the knowledge
they acquired through training. Twenty-nine percent of them indicated that they
used less than 50 percent while only 16 percent of the FUNDAPEC managed trainees
estimated that they used Tess than 50 percent. In part, this difference may
reflect the quality of the training plans prepared by the empioyer institutions.
On average, those prepared by public sector institutions were of better quality
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Table 10
Application of Knowledge Acquired by Sector of Employment

Application of Knowliedge Acquired

_Less than 50% 50% More than 50% Total
Employment CNHE__ FUNDPE CNHE FUNPEC CNHE FUNPEC _CNHE  FUNPEC
Sector § % # % £ %4 & % # % 4 9% & 4 £ %
Private 14 27 -- -- 14 27 4 80 23 46 1 20 51 91 & 16

Public/NGO 2 40 5 19 1 20 4 15 2 40 18 67 5 9 27 84

Total 16 29 5 16 15 27 8 25 2544 19 59 656 100 32 iQ0

and training based on them may have resulted in greater application when
participants returned to their jobs.

The relationship between sector of employment and impact of training on
salaries is presented in Table 11. Seventy-one 71 percent of the FUNDAPEC
respondents believe that the training has had a significant positive impact on
their salaries as compared to only 43 percent of the private sector participants.

Table 11
Impact of Training on Salary by Sector of Employment

Training Led to Salary Increase

Yes No Total
Empioyment CNHE  FUNPEC CNHE FUNPEC CNHE FUNDPC
Sector $ % # % # % # % # % # %
Private 286 45 5 100 29 55 - .- 53 91 5 18
Public/PVO 1 20 15 65 4 80 8 35 ] g 23 382
Total 25 43 20 71 33 §7 8 29 58 100 28 100

In part this may have resulted from the large number of private sector
respondents who participated in short-term in-country training program. These
programs generally had lower economic value pay off for participants. The sector
in which participants are emplioyed prior to training appears to be less important
than the sector in which they are employed after training. The five FUNDAPEC
trainees currently employed in the private sector all indicated that they
received substantial salary increases subsequent to the training. The salary
increases may be more a consequence of changing employers than the training
itself.
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Overall, it appears that there is a slight tendency for training to result
in higher salaries. Although not reflected in data presented in the table, this
tendency is greater for training received out-of-country, particularly for
participants from the private sector.

Data on the relationship between employment sector and use of knowledge to
make changes in employer institutions are presented in Table 12. Most
respondents have used the training to promote changes in their employer
institutions. However, the percentage responding affirmatively is greater for
the public sector than it is for the private sector. Seventy-three percent of
the FUNDAPEC trainees responded affirmatively as compared to only 51 percent of
the CNHE trainees. As was true for salary increases, it may simply reflect that
a greater percentage of public sector respondents received out-of-country
training. Other data indicate that participants in in-country training programs
were more likely to find the training received to bhe less relevant to their job
responsibilities.

Table 12
Knowledge Used to Make Changes by Sector of Employment

Knowledge Acquired Used to Make (hanges

Yes No Total
Employment CNHE  FUNPEC CNHE FUNPEC CNHE FUNDPC
Sector ¢ % § % ¢ % # % # % £ %
Private 26 50 5 100 26 50 - .- 52 91 5 17
Public/PV0 3 60 17 68 2 40 8 32 5 9 25 83
Total 29 51 22 73 28 49 8 27 57 100 30 io0

In sum, these returned participant data suggest that training has resuited
in participant initiated changes in their employer institutions more often than
it has not. However, this overall trend is primarily due to training of public
sector employees.

Contributions of training to project objectives are indicated in the
following table. Only data for CNHE-sponsored participants are provided because
they represent participants from the private sector. Several of these impact
variabies are only relevant to individuals from private sector firms.

The totai column shows that about one half of the respondents failed to
answer the questions. This reflects the nature of the firms in which the
respondents were employed. Initially, the CRHE management office concentrated
on firms that were exporting products. However, this rule was eventually relaxed
in order to allow employees of firms with a potential to export, such as banks
and other financial institutions, to participate. Many of them have not exported
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Impact on Exports, Productivityt:z:%nﬁirsification by Empioyment Sector
Impact
Employment Maior Minor None Total
Sector

—CNHE =~ __CNHE CNHE CNHE
Exports ¥ % £ % # %
Private 4 20 10 50 6 30 20 &9
Public/NGO 8 89 -- - 1 11 9 31
Total 12 41 10 35 7 24 29 1900
Productivity
Private 14 44 13 41 5 15 32 91
Public/NGO -- .- 3 190 - - 3 9
Total 14 40 16 46 5 14 35 100
Diversification
Private 11 37 9 30 10 33 36 &7
Public/NGO - - 1 100 - - 1 3
Total 11 36 10 32 10 32 31 100

products. Similarly, it is less 1ikely that financial firms will be open to
product diversification.

Data show that training affected the export activities of employver firms.
Over 40 percent of the respondents indicated that their training led to major
impacts on export activities of their empioyers. Only about one fourth indicated
that the training had no impact on them. Overall impact was greater for CNHE
trainees who are currently employed in the public sector or by NGO's. Almost all
indicated that they had a substantial impact on expeort activities.

Data concerning impact on firm productivity indicate a similar trend. Forty
percent of the respondents indicated that they have had a strong impact on firm
productivity, while only 14 percent indicated that they have had none at all.
Impacts are greatest for private sector employees. Forty-four percent of them
indicated that they have had a major impact on productivity, as opposed to nene
of the public sector employees.
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Data about impact of training on product diversification reflect a similar,
although less accentuated, pattern. Most respondents are employed in the private
sector. About one third indicated that their training resulted in considerable
impact on diversification, with the same percentage indicatirg that they had some
and no impact on diversification.

In sum, these data indicate that training has had a discernable, positive
impact on project objectives. However, this was oniy the case for a2 limited
number of participants. About half were not empioyed by firms engaged in export
activities and many do not work for firms concerned with preduct diversification.
Rather, they work for firms that are not product oriented, such as banks.
Apparently, the quickest way to increase the impact of training on 3roject
objectives would be to limit selection of participants to firms which export
products. In part, failure to limit selection in this way may refiect changing
objectives of the USAID Mission’s training program. The emphasis has changed
from export-led economic growth to trade and investment.

The data presented on impact of training by sector of employment indicate

that there are jmportant differences between sectors. Public sector and NGO

participants are more likely to use their training to introduce changes :pon
return and they are more Tikely to experience personal benefit from the training.

Several factors may, in part, explain this differential impact. These are (1)

the tendency for more public sector participants ir the sample to have
participated in out-of-country training activities, which have a higher return;s

(2) the higher quality of public sector and NGO training plans; {3} the fact that

public sector participants are more likely to have participated in ionger-term

training; and (4) the higher job mobility of public sector particinants.

6. Impact of Specificity of Training

Specificity of training refers to the general versus technical content of
training. General training is that which provides information which is useful
across a gamut of industries and circumstances. It is probably best represented
- by management and administrative training and site visitations and tours.
Technical training is targeted on qualities, attributes or neads of specific
products or industries. Examples are shert courses on shoe praduction and
tailoring of articles of clothing.

Data in Table 14 indicate the relationship between specificity of training
and application of knowledge acquired through training. Approximately half of
the respondents have applied over 50 percent of the knowledge they acyuired
through the progran. However, tnose who received general iraining and
participants from public sector and NGO institutions are more likely to apply
their training. Thirty-eight percent of the private sector participants, who
received technical training, indicated that they applied less than 50% of what
they learned. This may reflect an imperfect fit between participant needs and
the technical content of the training provided. The process of selecting
participants for in-country training appears to have been less rigorous than for
cut-of-country training. Additionally, no training plans were required for in-
country training.



28

Table 14
Application of Knowledge Acquired by Specificity of Training

Application of Knowledge Acquired

Less than 50% 50% More than 50% Total
Soecificity
of CNHE FUNDPEC CNHE FUNPEC _CNHE FUNPEC _CNHE  FUNDP
Training ¥ % % % # % # % # % # % & 4% £ %
General 1 8 1 13 6 50 1 13 5 42 & 74 12 22 8 25
Technicai 16 38 4 17 8 19 7 29 18 43 13 54 42 78 24 75
Tetat 17 31 5§ 16 14 26 8 25 2343 19 59 54 100 32 100

General training appears to be more easily applied than technical training.
In part, this may reflect the nature of the training. Technical training either
fits the job or it does not. Management, administrative and other types of
general knowledge are more easily applied to varijous occupations. Future
technical training programs should take greater care to match the training needs
of potential participants with the technical content of courses offered.

Table 15 presents data on the relationship between level of specificity of

training and the impact of training on salaries of returned participants. Less
than half of the respondents indicated that their training led to salary

Table 15
Impact of Training on Salary by Specificity of Training

Training Led to Salary Increase

Yos Mo Total
Level of CNHE  FUKRPEC CNHE FUNPEC CNHE FUNDPC
Specificity § % % # % § % & 9
‘General 12 21 9 36 1 8 16 64 13 22 25 78
Technical 12 27 2 29 33 73 5 71 45 78 7 22
Total 24 41 11 34 34 59 21 65 58 100 32 100

increases. However, there ara marked differences. First, public sector and NGO
empioyees are less likely to receive salary increases for the training they
receive. Second, over 9C percent of the private sector employees, who received
general training, believe that the training favorably impacted on their salaries,
Most occupy management and administrative positions. They were rewarded for
increasing their administrative and management skiils. Boeth private and



29

public/NGO sector sponscred employces were less likely to be rewarded for
technical training.

In sum, it appears that participants are mere likely to be rewarded for
receiving general training, which may be degree or non-degree training. This
conclusion underscores the importance of management and administrative skilis,
particularly in the private sector.

Data in Table 16 indicate that knowledge acquired was used to introduce
changes in employer institutions more often than it was not. This is true for
general and technical training and for private and pubiic sector participants.
Sixty percent of the recipients of general training (12 of 20) indicated that
they used their training to make changes as did 61 percent of the recipients of
technical training (41 of 77). Participants sponsored by FUNDAPEC were most
Tikely to have used the training for this purpose. Seventy-seven percent
responded affirmatively, while only 53 percent of the participants sponsored by
CNHE responded affirmatively.

Table 16
Knowledge Used to Make Changes by Specificity Level of Training

Knowledge Acgquired Used to Make Changes

_Yes No Total
Level of CNHE  FUNPEC CNHE FUNPEC CNHE =~ FUNDPC
Specificity # % ¢t % # % ¥ % # % $# %
General Survey 6 46 6 86 7 54 1 13 13 23 7 23
Technical 24 55 17 74 26 45 6 26 4 73 23 77
Total 36 53 23 77 27 47 7 27 57 100 30 100

An exception .u this genzral pattern of responses exists for private sector
respondents who received general training. Fifty-four percent indicated that
they did not use the knowledge to introduce changes upon return. Many
participants indicated that their sponsoring firms have highly centralized
decision making structures. Many participants felt that they were not provided
opportunities to put new management ideas into practice.

Table 17 contains data summarizing the relationship between specificity of
training and its impact on project objectives for participants from the private
sector. As was indicated in the analysis of these data by sector of employment,
the number of participants who declined to respond is quite high because they
work for firms which do not export products.

The number of participants who received general training and who responded
to these questions is quite small. However, their response patterns indicate
that training which they received had a favorable impact on project
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Specificity of Training Impact on g:gg:;;?’Productivity and Diversification
Specificity Impact
of Major Minor None Total
Training
CNHE CNHE __CNHE_ __CNHME_
Exports ¥ % & % # % £ %
General 3 60 1 20 1 20 § 21
Technical 1 5 12 63 6 32 19 79
Total 4 17 13 54 7 29 24 100
Productivity
General 5 N1 2 29 -- - 7 20
Technicai 9 32 14 50 5 18 28 80
Total 14 40 16 46 5 14 35 100
Diversification
General & 63 3 37 -—- == 8 25
Technical 7 29 7 29 10 4z 24 75
Total 12 38 16 31 10 31 32 100

objectives. With regard to firm export activities, 60 percent indicated that use
of training had a major impact on them. Impacts on firm productivity and product
diversification were even greater. Seventy-one percent indicated that their
training was used to make a major impact on productivity and 63 percent indicated
that they used their training to make major impacts on product diversification.
A1l indicated that they used their training to make at least some impact on
productivity and product diversification.

The impact of product and industry specific training is less evident. Only
one recipient of thic training indicated that he had used it to make a major
impact on export activities. Thirty-two percent indicated that their training
had resuited in no impact on export activities. Data on firm productivity and
product diversification indicate similar impact trends, although they are less
marked. Technical training had more of an impact on productivity levels and
diversification than export activities. Thirty-two percent of the respondents
indicated that their training resulted in major impacts on firm preductivity and
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29 percent indicated that it resulted in major impacts on product
diversification. This contrasts with 18 percent who indicated that they did not
use their training to make any impacts on firm productivity and 43 percent who
indicated that they failed to use the training to make any impacts on product
diversification.

In sum, these data suggest that general training is more likely to result
in greater impacts on firm production than is technical training. At least two
explanations for this finding resulted from conversations with returned
participants. First, general training provided participants with a greater
awareness of alternative markets and aiternative product development. Technical
training was more likely to focus on improving product quality. Whereas both are
important, knowledge which led to opening of new markets and identification of
alternative products for exports may have had more impact. Second, general
training is more applicable across a variety of circumstances. It is easier for
participants to apply this knowledge upon return regardiess of where they work
or what they do. Some respondents indicated that the technical training which
they received was not applicable to their jobs. Inappropriate screening of
candidates for this training may have reduced its utility for participants when
they returned to their jobs.

7. Impact of Nature of Training

Nature of training is somewhat analogous to specificity of training. It
refers to whether or not the training is in management and administrative theory
and practice or related to technical and/or production topics.

Data in Tabie 18 indicate that management and administration training is

more often applied than is technical training. The relationship is strongest for
public sector participants. Two thirds of the FUNDAPEC participants applied

Table 18
Appiication of Knowledge Acquired by Mature of Training

Application of Knowledge Acquired

Less than 50% 50% More than 50% Total
Nature
of CNHE FUNDPEC CNHE FUNPEC _CNHE  FUNPEC _CNHE  FUNDPC
Training $ % # % # % 4 % # % # % # 4 & %
Management/
Administration 7 18 3 12 12 32 5 20 19 50 17 68 38 70 25 78
Technical/

Production 10 63 2 29 2 13 3 42 4 24 2 29 16 30 7 22

Total 17 31 5 16 14 26 8 25 23 43 19 59 54 106 32 100

over 50% of the management/administration training which they received as
compared to half of the CNHE participants. Over 80 percent of the respondents
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fro? either sector applied at least half of their management/administration
training.

Technical training related to production issues is much less frequently
applied. Over 70 percent of the participants from both sectors indicated that
they applied 50 percent or less of the technical training which they received.
0f even greater significance is that 63 percent of the private sector respondents
indicated that they had used less than half of the technical training they
received. This is important, given the tendency in the program to emphasize more
short-term technical training. Many respondents indicated that technical course
content had no bearing on their jobs, and, therefore, was essentially useiess to
them.

This outcome may reflect a problem in the recruitment process for technical
short-courses. Insufficient care may be given to identifying candidates who can
readiiy apply the technical training. The more technical the training. the
narrower the base of qualified candidates for the training. Administrative and
management training, on the other hand, is more applicable tc different
situations and different types of industries.

¥While data on level of application indicate that management-type training
is appiied more often, data in Table 1% indicate that trainees use both
management and technical/production training to make changes in their sponsoring
institutions. Management/administration training is most used to make changes.
Fifty-five percent of the private sector participants indicated that they
introduced changes based on their management training, as did 61 percent of the
pubiic sector and NGO participants. Over haif of the public and private sector
participants, who received technical, product specific training, responded
affirmatively to this question.

Table 19
Knowledge Used to Make Changes by Nature of Training

Knowledge Acquired Used to Make Changes

Yes No Total
Nature of CNHE  FUNPEC CNHE FUNPEC CNHE FUNDPC
Training § % i % § % £ % # % £ %
Management/
Administration 19 59 3 64 13 41 5 36 32 57 14 50
Technical/
Production 12 50 8 57 12 50 6 43 24 43 14 850
Total 31 5% 17 61 25 45 11 39 5 100 28 100

Whereas not all training has been applied by participants to their jobs,
these data indicate that training has had a positive, important impact on the
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organization and production facets of sponsoring institutions. The overall
impact of training can probably be increased by tightening up the selection
process for participants. The fact that training plans are not required for
short courses makes this more difficult. Descriptions of course contents should
be distributed to prospective participants and their sponsors prior the
nomination process to increase the fit between interests of individuals nominated
and training provided in short courses.

Data in Table 20 indicate the returns which participants received from their
training. Salary increase patterns associated with nature of training parallel
those associated with level of specialization of training. The greatest returns
are evidently from management and administrative training. Participants from the
private sector experience the greatest returns. Forty-eight percent indicated
that training had a direct, favorable impact on their salaries. Thirty-six
percent of the participants sponsored by public sector institutions and NGO’s
indicated that their salaries were favorably impacted by training. This
contrasts with significantly lower returns for participaats who received
technical, production-related training. Only 25 percent of private sector
participants and 29 percent of public sector and NGO participants indicated that
their salaries were favorably impacted by this training.

In part differences probably reflect the scope of impact of different types
of training on employer operations. Changes in management and administrative
patterns are more likely to impact on the entire organization whereas technical
impacts are more likely to be product specific. This observation is in no way
meant to demean the importance of product quality improvement for firm
gompetitiveness. However, it may be less likely to be reflected in wage
increases.

Table 20
Impact of Training on Salary by Mature of Training

Training Led to Salary Increase

Yes Ne Total

Nature of CNHE  FUNPEC CNHE FUNPEC CRHE FUNDPC

Training ¢ % & 4 £ % # % § %
Management/
Administration 20 48 g 36 22 %2 16 64 42 72 25 78

Technical/

Production 4 25 2 29 12 75 5 71 16 28 7 22

Total 24 41 11 34 34 59 21 &8 58 100 3z 100

Whereas the impact of training on salaries has been highlighted, it bears
remembering that less than 50 percent of the respondents indicated that their
training had any impact on their salaries. Thus, incentives other than salary
increases may be necessary to induce participation in the training programs. The
oppertunity to travel is an obvious incentive for out-of-country training.
Incentives for in-country training are less apparent. Among them may be the
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opportunity to network with individuals with similar jobs and interests, and the
opportunity to obtain free training which is valued by Dominican society.

Tabulation of data on the overall impact of nature of training on project
target areas yields results similar to those for firm and individual impacts.
As was indicated in eariiar sections of this repori, about half of the private
sector respondents and no public sector and NGO respondents answered guestions
in this section because they deemed them to be irrelevant to their jobs. The
fact that so many participants failed to relate to these questions may be a
result of changing objectives of the General Development Training program and a
corresponding need to broaden the base of participants in the program.

Impact on Exports, Productivity Taanbg eniitrsification by Kature of Training
Nature Impact
of Major Minor None Total

Training

__CMHE =~ __CNHE _CNHE =~ __CNHE
Exports i % £ % $# % # %
Man/Admin 4 22 iz 67 2 11 18 75
Tech/Prod - - 1 17 5 83 6 25
Total 4 17 13 54 7 29 24 100
Productivity
Man/Admin 13 54 10 42 1 4 24 71
Tech/Prod 1 1¢ 5 50 4 40 10 29
Total 14 41 15 48 5 11 34 100
Diversification
Man/Admin 3 60 1 20 1 20 5 21
Tech/Prod 1 5 12 63 6 32 19 79
Total 12 38 10 31 10 31 32 100

The data show that technical and product reiated training have had smalier
impacts on original project objectives. Five of the six respondents who answered
the question about impact on exports indicatsd that their training did not lead
to any impact on export activities. None indicted that it had a major impact on
them. Management and administrative training, on the other hand, had a positive
impact on export activities. About one fourth of the respondents who received
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this type of training indicated that it had a major impact on their employer’s
export activities. Another two thirds indicated that it had a minor impact.
Thus, for export activities, it appears that only management and administrative
training have had impacts discernable to the participants.

Impacts on productivity follow the same trends; however, as might be
expected, technical and product specific training have greater impacts. One
respendent indicated that technical training had a major impact on his firm's
productivity. In all, 60 percent indicated that their training resulted in some
positive impact on productivity. On the other hand, impacts of management and
administrative training on productivity were apparently much greater. Over half
of the respondents who received this type of training indicated that the training
resulted in major impacts on productivity, and 95 percent indicated that their
training had at least some impact on productivity.

Similar trends are also evident for training impacts on product
diversification. Few respondents to this question received management and/or
administrative training; however, most indicated that their training resulted in
a maje:- impact on diversification. /bout two thirds of the respondents who
received technical and/or product specific training indicated that they had used
their training to impact on product diversification.

These data clearly indicate that, from the perspective of individual program
participants, managzment an! administrative training have had a greater impact
on employer institutions, on their own careers, and on project objectives.
Although less marked, this relationship also hoids for use of knowledge obtained
through training to promote change in the employing institutions.

8. Impact of Type of Training

Type of training refers to graduate degree versus non-degree programs. All
long-term training was designed to lead to M.S. or Ph.D. degrees or their
equivalents. Short-term training is not designed to lead to degrees.

The relaticnship between type of training and application tc employer
instituticn upon return is found in Table 22. As was expected a positive
relationship exists for trainees from both the private and public sectors.
However, among those who received degree training, private sector participants
were more likely to apply the training on their jobs. Fifty percent indicated
that they have applied over half of what they learnad, while only 10 percent
indicated that they have appiied less than half of what they learned. This
contrasts with public sector and NGO employees. Only one third indicated that
they applied over kalf of what they learned, while u third indicated they have
applied less than half of what they learned.

Among non-degree participants, public sector and NGO participants apply mere
of what they learned than do private sector participants. Sixty-two percent of
the public sector participants indicated that they have applied over half of what
they learned as compared to 40 percent of private sector participants. Eighty-
four percent of the pubiic sector participants indicated that they have applied
half or more of what they learned as contrasted with two thirds of the private
sector participants.
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Table 22
Appiication of Knowledge Acquired by Type of Training

Application of Knowledge Acguired

_Less then 50% 50% More than 50% Total
Type
of CNHE FUNDPEC CNHE FUNPEC _CNHE FUNPEC _CNHE  FUNDPC
Training ¥ % £ % $ % # % # % # % # 5 £ %
Degree 1 160 1 33 4 40 1 33 &5 5 1 34 10 18 3 9

Non-Degree i6 31 4 14 10 23 7 24 17 40 18 62 43 82 29 91

Total 17 32 5 16 14 26 8 25 22 42 1§ 59 56 106 32 100

Table 23 indicates the relationship between type of training and use of
training to make changes in employer institutions. Over half of the returned
participants have used their training to make changes. Fifty-three percent of
the private sector participants used the knowledge obtained for this purpose as
compared with 60 percent of the public sector respondents. Degree training is
more likely to be utilized. A1l public sector participanis indicated that

Table 23
Knowliedge Used to Make Changes by Type of Training

Knowledge Acguired Used to Make Changes

Yes No Total
Type of CNHE  FUNPEC CNHE FUNPEC CNHE FUNDPC
Training & % ¥ % $# % # % # % # %
Degree 8 §7 3 100 § 43 e= == i4 25 3 10
Non-Degree 22 52 15 56 21 48 12 44 43 75 27 90
Total 30 53 18 60 27 57 12 40 57 100 30 100

they had used their training to introduce changes, while 57 percent of the
private sector participants indicated that they had done so. The difference may
refiect the tendency for private sector firms to be less receptive to inputs.
Many of them are family firms, whose executives may be less receptive to
suggesticns by employers.

Tabie 24 shows the impact of type of training on participant salaries.
Degree training has had an important positive impact on saiaries of private
sector participants. Ninety-two percent of them indicate that the training has
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had a positive impact. This contrasts with only 33 percent of public sector
participants. In part, this undoubtedly images the financial difficulties of
public sector institutions. They lack resources with which to reward their
employers for additional training, despite its significance to their
organizations.

Table 24
Impact of Training on Salary by Type of Training

Training Led to Salary Increase

Yes No Total
Type of CNHE  FUNPEC CNHE FUNPEC CNHE FUNDPC
Training # % # % % # % & %
Degree 12 92 1 33 1 8 2 67 13 22 3 94
Non-Degree 12 27 10 34 33 73 15 66 45 78 29 6
Total 24 41 11 34 34 59 21 66 58 100 32 100

Non-degree training has considerably less impact on salaries, regardless of
the sector from which participants come. Only 27 percent of the private sector
participants indicated that non-degree training had any impact on their salaries,
which 34 percent of the public sector employees indicated that it had a positive
impact.

Table 25 summarizes the relationship between type of training and specific
project objectives. Some variation in impacts bv type of objective and by type
of training are evident.

With regard to impact on export activities, graduate degree training appears
to have had a slightly larger impact than non-degree training. One third of all
degree recipients reported that they have had a major impact on export activities
of their firms, whereas only 11 percent of non-degree participants reported
having had major impacts. By contrast one third of non-degree participants
indicated that they had no impact on export activities, as contrasted with only
17 percent of degree recipients.

Training impacts on firm productivity are more notable. Sixty percent of
all respondents who undertook graduate degree training indicated that they have
had a major impact on firm productivity. This is about twice the percentage of
non-degree recipients who responded that they have had major impacts. All degree
participants indicated that they had at least some impact on the productivity of
their firms, while 20 percent of the ncn-degree participants indicated that they
had no impact of productivity.

Data about product diversificatioen reflect a similar pattern. Half of the
degree recipients indicated that they hod a major impact on product
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Impact on Exports, Productivity agda!gievezrssification by Type of Training
Type Impact
of _Major Minor None Total
Training
—CNHE ~ __CNHE _CNHE ~ _ CNHE
Exports % $ % ¢ % # %
Degree 2 33 3 50 1 17 6 25
Non-Degree 2 11 10 56 € 33 18 7%
Total 4 17 13 54 7 29 24 100
Productivity
Degree § 60 4 40 - - 10 29
Non-Degree 8 32 12 48 5 20 25 71
Total 14 40 16 46 5 14 35 100
Diversification
Degree 5 50 3 30 2 20 i0 31
Non-Degree 7 32 7 32 8 36 22 69
Total 12 38 10 31 10 31 32 100

diversification as contrasted to only about one third of non-degree recipients.
Furthermere, 80 percent of all degree recipients indicated they had at least some
impact on product diversification, while slightly less than two thirds of non-
degree recipients did so.

In sum, degree training has had a greater impact on empioyer institutions,
the careers of participants and on project objectives than non-degree training.
However, the differences are not marked. Private sector employees have generally
had a greater impact on their employers than public sector emplcyees. although
this is only true for degree recipients. Private sector degree recipients
benefitted more from training than did cthers. Degree training had a greater
jmpact than non-degree training on all project objectives. However, its impact
was greatest on firm productivity and least on export activity.

5. Impact of Size of Firm

Size of firm was measured differently for private sector, and for public
sector and NGO employers. For private sector firms, large is defined as having
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3 volume of business which is greater than DR$5,000,000 per year. For other
institutions, large is defined as having 20 or more employees. Use of different
indicators is appropriate. Volume of business is less meaningful for public
sector institutions because they are not profit oriented. It is an important
indicator of private sector firm size because of their profit orientation.

In Table 26 are presented data on the relationship between size of employer
institution and application of training. Public sector participants are more
1ikely to apply knowledge gained through training than are private sector
participants. Sixty-two percent indicated that they have applied over half of
what they learned as contrasted with only 42 percent of the private sector
participants. One third of the private sectcr participants applied less than
half of what they Tearned while only 16 percent of non-private sector respondents
did so,

Some variation exists those who applied over half of the knowledge they
obtained through training. Eighty percent of the public sector empioyees from
small institutions indicated that they applied over half of what they learned.
By contrast, Tess than one third of the public sector participants from large
institutions applied cver half of what they learned. Less than 50 percent of the
private sector participants from small and large firms indicated that they
applied over half of what they learned.

Tabte 26
Apptication of Knowledge Acquired by Size of Firm

Application of Knowledge Acquired

) Less than 50% 50% More than 50% Total
S;:e CNHE FUNDPEC CNHE FUNPEC _CNHE FUNPEC _CNHE FUNDPC
Eirm ¥ % ¥ % # % # % # %n # % 4 % £ %
Small 8§ 36 1 6 3 21 2 14 6 43 15 80 14 27 18 658
Large 12 32 4 31 10 26 5 38 16 42 4 31 38 73 13 42
Total 17 33 5 16 13 25 7 23 2242 19 61 52 100 31 100

Ltittle variation exists among those who have appiied less than half of what
they learned. Among private sector participants, about one third of those
empioyed by small or by large firms responded in this way, as did public sector
participants from large institutions. As expected, public sector employees from
small firms are the exception. Only 6 percent indicated that they applied less
than half of what thev learned.

Data on the relationship between size of employer institution and use of
knewledge to make changes is found in Table 27. Over half of the participants
used their training to introduce changes. The tendency was greatest for public
sector and NGO employees. Eighty-three percent of those employed by small
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Table 27
Knowledge Used to Make Changes by Size of Firm

Knowledge Acquired Used to Make Changes

Yes No Total
Size of CNHE  FUNPEC CNHE =~ FUNPEC CNHE = FURDPC
Firm $ % 8 % # % i % # % # %
Small 9 56 5 83 7 44 117 16 30 6 21
Large 17 46 16 70 20 54 7 30 37 70 23 7%
Total 26 49 21 72 27 51 8§ 28 53 106 29 100

institutions responded affirmatively, as did 70 percent of those from large
jnstitutions. These figures contrast with those for private sector employees.
Fifty-four percent of those from large firms indicated that they have not used
their training to make changes, as did 44 percent of those emplioyed by large
firms.

Table 28
Impact of Training on Salary by Size of Firm

Training Led to Salary Increase

Yes No Jotal
Size of CNis&_ FUNPEC ~ __CNHE  FUNPEC CNHE FUNDPC
Firm 4 % # % A § % # % £ %
Small 4 25 3 4 14 75 4 57 16 30 7 23
Large 18 47 8 33 20 I3 16 &7 38 70 24 73
Total 22z 41 11 35 34 59 20 65 54 100 31 100

Most participants do believe that training has not made any difference in
their salaries. Data in Table 28 indicate that 65 percent of the public secteor
trainees and 59 percent of the private sector trainees believe that training
faited to impact on their salaries. However, most of the private sector
participants, who responded this way, are from small firms while the inverse is
true for pubiic sector and NGO employees. Among non-private sector institutions,
large public sector bureaucracies are the most strapped for money. Among private
sector firms, smaller ones may be least able to afford large salary increases
because of smaller profit margins.

There appears to be Tittle relationship betwzen size of private sector firm
and contribution to project targe: objectives. Data in Table 29 suggest that no
relationship exists between firm size and promotion of exports. There is oniy
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a six percent aifference between those trom small and large firms who report ne
impact. Respondents from small and large firms provided similar response
patterns to guestions about the impact of training. Overall, the data indicate

Training Impact on Exports, Producgﬁﬁégriid Diversificaticn by Sire of Firm
Size Impact
of Major Hinor Nohe Total
Firm
—CNHE CRHE CNHE =~ _CNHE
Exports § % # % # % £ %
Small i 17 3 50 2 33 6 29
Large 3 20 8§ 53 4 27 15 71
Total 4 1% 11 82 6 29 21 100
Productivity
Smalil 4 40 4 40 2 20 6 32
Large 8 38 10 48 3 14 21 €8
Total 12 39 14 45 5 16 31 100
Diversification
Smail 4 44 4 44 1 12 9 28
Large 8 35 § 26 9 39 23 72
Tota) 12 38 i0 31 10 31 32 100

that individuals from large firms have had a slightly greater ‘“.endency to use
their training to promote exports.

Training impact on firm productivity is somewhat greater than on evport
promotion. Forty percent of participants sponsored by small firms indicated that
their training has had a major impact on firm productivity, while 38 percent of
those from large firms did so. MNone of the differences are large for impact
categories. Thus, there is little indication that size of firm is associated
with use of training to increase firm productivity.

There is a tendency for employees of large firms to use their training to
impact on product diversification. Only 12 percent indicated that their training
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was not used to impact on product diversification, as compared to 39 percent of
employees from large firms.

Apparently there are no major differences in project impact by size of
empioyer institution. Several exce tions to this generalization are: (1) the
tendency for training given to employees of small public sector institutions to
have a greater impact on their empioyers; and {2) for training given to employees
of private sector firms to have a greater impact on their personal careers.

10. Impact of Location of Training

Location of training refers to whether the training was provided in the
Dominican Republic or at some location outside of the country. International
training is more highly valued by potential participants. However, it is less
accessibie to many because it generally requires more time and is more expansive.

Data in Table 30 reflect the relationship between location of training and

the application of knowledge acquired through training. Exactly 80 percent of
the returned participants apply over half of the training which they receive.

Table 30
Application of Knowledge Acquired by Locatiorn of Training

Application of Knowledge Acquired

: _Less than 50% 50% More than 50% _Total
Location
of CNHE FUNDPEC CNHE FUNPEC _CNHE FUMPEC _CNHE  FUNDPC
Training # 9 # 4 # % 4 9 4 4% # 4 £ 4 # %

- Qut-Country 3 12 12 1ii 8 32 4 21 14 56 13 56 25 45 19 59
In-Country 14 45 4 3i 6 19 3 23 11 234 6 46 31 55 13 41

Total - 17 30 6 19 14 25 7 22 25 45 19 59 56 100 32 100

Fifty-nine percent of the public sector participants indicate that they have
 applied over half of the knowledge they acquired as compared to 45 percent of the
private sector participants. However, no differences exist for those receiving
out-of-country training -- 56 percent of both private and public sector
participants indicated that they have applied over half of what they learned,
Private sector participants were least likely te indicate that they applied over
half of the training they received.

Private sector participants were more 1ikely to appiy iess than half of the
training they receive. Houwever, participants of in-country courses were much
more likely to have applied lass than half of what they learned than were out-of-
country participants. This reflects the generai relationship between location
of training and application of training. Both private and public sector
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participants were more 1ikely to apply thair training if they received it at out-
of -country locations.

Similar relationships occur for use of knowledge acquired through training
to make changes in employer institutions. Data in Table 31 show that over half
of the participants used knowledge acquired to make changes. However, public
sector participants were more likely to use the knowledge for this purpose.
Seventy-three percent of public sector participants used their training to make
changes as contrasted with only 53 percent of the private sector participants.

Table 31
Knowledge Used to Make Changes by Location of Training

Knowledge Acquired Used to Make Chanaes

Yes No Total
Location cf CNHE_ FUNPEC CNHE  FUNPEC CHNHE FUNDPC
Training # % # % ¥ % # % # % # %
Out-Country 15 60 14 82 10 40 3 18 25 44 17 57
In-Country 15 47 g8 62 17 53 5 38 32 5 13 43
Total 30 53 22 73 27 47 8 27 57 100 30 100

Variation occurs in use of knowledge to make changes by locatien of
training. Out-of-country training is more likely to be used for this purpose by
both private sector and public sector participants. The latter are most likely
to apply knowledge obtained through ocut-of-country training. Eighty-two percent
of the public sector participants indicated that have used it in this way. By
contrast, only 60 percent of the private sector participants, who received cut-
of-country training, did so. Public sector participants are aiso more likely to
have used in-country training to make changes. Sixty-two percent indicated that
they have already done so, as compared to only 47 percent of the private sector
participants.

The relationship between location of training and impact of training on
participant salaries is illustrated in Table 32. Both public and private sector
participants who received out-of-country training were more likely to indicate
that training had a significant positive impact on their salaries. Fifty-four
percent of the private sector participants, who received out-of-country training,
indicated that it had a positive impact on their salaries, as did 56 percent of
the public sector participants.

An opposite pattern occurred for in-country program participants. Seventy
percent of those from the private sector indicated that the training had no
impact on their salaries as did sixty-seven percent of the public sector
participants.
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Table 32
Impact of Training on Salary by Location of Training

Training Led to Salary Increase

Yes No Jotal
tocation of __CMHE  FUNPEC CNHE FUNPEC CNHE _ FUNDPC
iraining # % ¢ % 3 % ¥ % % £ %
out-Country 15 54 10 5% 13 46 8 44 28 48 18 55
In-Country 9 30 5 33 21 70 10 67 30 52 15 45

Total 24 41 15 45 34 59 18 55 88 100 22 100

The relationship between location of training and impact on project target
indicators appears to be equally strong. These data are presented in Table 33.
Out-of-country training is more likely to impact on export promotion, firm
productivity and product diversification than is in-country training.

One fourth of the respondents, who received out-of-country training,
indicated that it has had a major impact on export promotion. A1l indicated that
training has had at least some impact on export promoction. In contrast, only 8
percent of those who received in-country training indicated that it had a major
impact on export activities. Half of them indicated that they were unable to use
their training to impact on export activities.

A similar relationship obtains for impacts of training location on firm
productivity, although it is less marked. Forty-one percent of the out-of-
country participants indicated that training had a major impact on firm
productivity. Only one oui-of-country participant indicated that he did not use
his training to impact on firm productivity. This contrasts with the in-country
training statistics. Only 32 percent of the participants indicated that their
training resulted in a major impact on firm productivity, while 26 percent
indicated that their training resulted in no impact at all.

Impacts of training on product diversification have a similar pattern.
Forty-seven percent of the out-of-country participants indicated that they used
their training in ways which had a major impact on product diversification, This
contrasts with only 13 percent who indicated that their training was not used to
impact on product diversification. By contrast, participants who received in-
country training were less 1ikely to use it to impact on product diversification.
Forty-four percent indicated that they did not use their training at all for this
purpose, while only 31 percent indicated that it was used in ways which had a
major impact on diversification.
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Impact on Exports, Productivity a&L?%;;;;flification by Location of Training
Location Impact
of _Major Minor None Total
Training
CNHE CNHE CNHE CNHE
rts # % # % £ % # %
Qut-Country 3 25 9 75 - = 12 50
In-Country 1 8 5 42 6 50 12 50
Total § 17 14 58 6 25 24 100
Productivity
Qut-Country 7 41 9 53 1 6 17 47
In-Country € 32 g 42 5 26 19 53
Total 13 36 17 47 6 17 36 100
Diversification
Cut-Country 7 47 6 40 2 13 15 48
In-Country 5 31 4 25 7 44 16 52
Total 12 39 10 32 9 29 31 100

Data suggest that out-of-country training has a consistently greater
positive impact on employer institutions, participant careers and project target
objectives. For both participants who were sponsored by private and public
sector institutions, cut-of-country training was wmore frequently applied, used
to make changes in employer firms, and to have favorably impacted on salaries.
For private sector participants, it is more likely to be used to impact on export
activities, firm productivity and product diversification.

PRIVATE SECTOR TRAINING (CNHE)
1. Overview of Training Provided
As expected, most of the training managed by CHHE has been directed to

employees of private sector firms. An estimate of the distribution of this
training by subject matter areas is found in Table 34. With regard to graduate
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degree training the data indicate that general training was favored over
technical training. General training was distributed over marketing, management,
related international business issues, and finances. Less than 30 percent of the
training was dedicates o technical areas; 22 percent of the participants studied
information and computer sciences and 6 percent studied industrial production.

Qut-of-country short-term training was slightly more tachnical in content
and thirty-four percent of it was in topics related to agriculture. Of
agriculture-related training, only 29 percent was general or related to business
and management issues. Most was related to production issues (pest control and
dairy production) and to food processing. About two-thirds of the non-degree
out-of-country training was related to business matters. HNineteen percent of the
cut-of-country training was dedicated to management and administration issues and
another 33 percent to international and domestic marketing issues. Eighteen
percent was provided to individuals interested in small business development.
Most of the participants in this training were employed by Non-Governmental
Organizations. Only 14 percent was dedicated to a specific industry -- textiles
-- while another ei-ht percent was dedicated to food industries. Only $ percent
of the out-of-couniry short-term training was devoted to information and computer
sciences, and was distributed among technical issues refated to these systems.

In-country short-term training had more technical content. However,
management and marketing were alsc predominant topics for this training.
Participants in management type courses represent about a quarter of ali
receiving in-country training. Twenty-one percent received training devoted
specifically to management problems in the shoe industry. Another 38 percent
received farm management training, while the remainder received executive
management training. Thus, of the total training provided, about €0 percent was
industry specific. Marketing short-courses focused on domestic and international
marketing strategies and export issues. Slightly over haif was devoted
specifically to export issues. This is consistent with the intent of the program
to promote economic growth through increasing the export of non-traditional
products, many of which are agricultural. Approximately one fifth of the
training provided was directed to legal issues having to do with the production
and marketine of products. About one-fifth was directed to technical issues of
production. One-quarter of the participants, who received this training, were
instructed o tachniques of product packaging. The others received training on
quaiity control.

Most of the training provided has been short-term. However, CNHE has
focused on getting their long-term participants into training programs in order
to ensure that they are abie to complete their programs prior to the termination
of DETRA. CNHE employees indicated that they will devote considerable time
during the remainder of the project to structuring and supporting short-term
training courses in the Dominican Republic.

Most of the training was on general fopics, related to business
administration and management and marketing. Considerable attention was alss
given to financial constraints related to producing and marketing, particularly
export marketing. This was true for all three types of training provided.
However, it was most characteristic of long-term training, and Tleast
characteristic of short-term training. Several sho-t-term courses were directed
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Table 34
Distribution of Training Provided by CNHE by Subject Matter
Training Subject Matter % of Type % of Total
I. Graduate Training

a. Marketing 21

b. Finance 16

c. Management 22

d. Info/Computer 3Sciences 22

e. International Business 13

f. Industrial Production 6

11. Non-Degree (Out-of-Country)

a. Agriculture 34
Business/HManagement 11
Dairy Production 2
Food Processing 2
General 18
Pest Control 87

b. Business 61
Accounting 1
Banking 2
Finance 9
Food 8
International Marketing 16
Management/Administration 19
Marketing 17
Small Business Development 18
Statistics 1
Textiles 14

¢. Infermation/Computer Sciences 5
Data Processing 14
Information Systems 28
Systems Analysis 14
Computer Technology 44

II1. Non-Degree (In-Country)

a. Management 22
Farm Management 38
Executive Management 41
Industrial (Shoe Industry) 21

b. Marketing 34
Strategies 49
Export Cost/Prices 24
Export Promotion 27

c. Law 22
Commercial 51
Industriail 49

d. Product Specific 22
Packaging 25

Quaiity Control 75
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to preduction issues, including guaiity control, packaging, and pest management.
Several courses were directed to specific products, including shoes, textiles,
and agricultural products. Shoes and textiles represent important industries
within the free trade zones. Shces and textiles are increasingly important to
the export portfolio of the Dominican Republic. Similarly, agriculture is still
the predominant industry of the Dominican Republic, and agricultural products,
particulariy non-traditional products, are important exports. There is no
indication that this training was more effective than the general training
provided. This will be discussed in greater detail below.

2. Enterprise Training Plans

Enterprise Training Plans were discussed within the context of a firm level
approach to planning. However, their quality merits additional discussion
because they are a fundamental planning tool for DETRA. We indicated eazriijer
that there is little or no relationship between ETP quality and training impact.
Several reasons were cited for this, including familiarity with the planning
process and the lack of seriousness with which the process of preparing the plans
was undertaken.

Twg characteristics of ETPs are particular importance in defining ETP
quality. These are identification of major constraints to firm performance, and
the training proposed to address them. ETPs prepared by employers of returned
participants, whe formed pari of the sample survey used in this report, were
ranked in terms of their identification of training needs and the consistency of
proposed training with these needs. ETPs were ranked according to these
attributes by the author. The relationship between them is found in the
foilowing table.*

Thirteen of the twenty-five participants included in this analysis were
sponsored by employers which had completed plans that adequately identified
training needs. The firms apparently did a better job of identifying needs than
they did of proposing training consistent with them. Only 7 participants (28%)

Quality of Enterprise Training Plans

Identification of Training Needs

Consistency of

Proposed Training . S - -
+ 5 (20%) 2 (8%)
- 8 (32%) 10 (40%)

* . Some ETPs for specitic firms were counted more than once in this table
because the unit of znalysis is the individuail participant and there were
several instances where they came from the same firm.
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were sponsored by firms that proposed training plans consistent with identified
needs.

Only 20 percent of the participants were sponsored by firms that both
adequately identified training needs and proposed training consistent with these
needs in their ETPs. On the other hand, 40 percent were sponsored by firms that
did a3 bad job of identifying training needs and proposing training to address
them in their ETPs. Thus, it is 1ikely that training received may have not been
the most appropriate to address constraints faced by sponsoring firms. 1In a
separate analysis of ETPs, Renforth (1990) estimated that ETP information would
be useful for candidate placement in only 35 percent of the cases. My estimate
is somewhat higher, but may reflect the additional recent effort on the part of
the CNHE management office to improve ETPs in their files.

IT is not possible to measure with precision the degree to which training
resporided to identified training needs or the degree to which it was consistent
with training plans. Plans were only required for candidates who received out-
of-country training. Much of this training was general in nature, and much was
for long duration. Thus, it is more difficult to identify specific facets of
training and relate them to specific constraints.

However, interviews with returned participants provide some insight into the
fit between training needs/expectations and training received. Several
participants who attended short-courses complained about the content of the
materials. Specifically, they indicated that the training may have been taken
directly cff shelves with 1ittle attention to adapting the content to the
specific circumstances of the Dominican Repubiic. For example, marketing
constraints and needs, policy options, modes of administration, etc. vary
considerably from the U.S. to the Dominican Republic. Similarly, techniques used
to prepare case studies in Costa Rica may not be the most appropriate for the
Dominican Republic. Ancther indication of lack of fit between training plans and
training received is related to degree training. In some cases, participants
actually changed disciplinary fields; and in other cases they changed
institutions and advisors. Whereas changes may have had a salutary effect on the
quality of training received, they suggest that there was no rigorous attempt to
1ink training needs with training programs.

In a general sense, however, training did respond to needs. Most out-of-
country participants indica.ed that they have been able to use their training to
improve the operations of their firms. Perhaps, this is the acid test for
training. Many firms indicated that they cannot wait for someone to return from
iong-term training in order to address specific pressing problems. They
indicated that they need someone immediately to address these problems. In some
cases, they sent their employees for training to resolve the problems, but alse
hired someone from the existing iabor pool to address them while the participants
were in training.

3. Application of Training to Firms
Usefuiness of training was assessed by reviewing existing documentation in

the files of the USAID General Deveiopment O0ffice and the CNHE management office.
In addition, both returned participants and supervisors included in the survey
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were asked to comment on it. A general summary of responses by returned
participants and their supervisors is found in Table 35. It indicates that most
found the training to be quite useful to their firms.

Table 35
Usefulness of Training to Firm
_Participants Supervisors
Responses # % # %
Yery 32 55 25 52
Somewhat 20 35 14 29
Marginal 6 10 8 17
None -- -- 1 2
Total 58 100 48 100

The degree of congruence in response patterns between participants and
supervisors is significant because it suggests that the data are highly reliable.
gver half of the returned participants and their supervisors judged the training
to be very useful to the firm and the work undertaken by the participants. About
one third classified the training as somewhat useful. Only 10 percent of the
participants and 17 percent of their supervisors classified it as of marginal
utility, and only 1 supervisor indicated that it was of no use.

Respondents were asked to discuss factors which Timited the usefuiness of
training for the firsm. Again, the responses of returned participants and
supervisors were similar. At the risk of overgeneralizing their content, they
are summarized in Table 36.

By far the most prevalent 1imiting factor cited by the returned participants
was the lack of congruence between their jobs and the training which they
received under the program. Some of this was due to participants having changed
employment. About one third had already changed employment by the time of the
interview. However, most indicated that they opted for other jobs in which tiiey
were able to use the training which they received. In fact, many indicated that
the training was of great use to them in improving their job situations by
changing employers.

A1l degree participants indicated that training was applicable to their
jobs. Participants who failed to apply the training they received were mostly
short-term in-country participants. The loss of return on investments is less
for this type of training.

In part, the lack of fit between training and job needs may have resuited
from inadequate recruitment of participants for the courses. Both supply and
demand factors may have contributed to inadequate recruitment. On the supply
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side, inadequate attention may have been given to describing the content of
courses. This is indicated by the fact that most participants, whe found the
training to be inapplicable, attended the same courses. In that no ETPs were
used to screen participants for short courses, firms may have had less

Table 36
Factors Which Limit Usefuiness of Training to Firm
Factors Frequency of Mention

Course Content Irrelevant to Job (In-

cludes Two Who Changed Jobs) i3
Lack of Resources to Promote Change 5
Rigid Firm Organization (Inflexibility) 5
Restrictive National Policies 2
Infiexible Firm Executives 2
Currently Unemployed 2
World/National Recession 2
Lack of Adequately Trained Employees 1

understanding of the fit between training provided by them and their own training
needs.

Lack of resources was cited by 5 returned participants. Several indicated
that it limited the ability of firms tc promote organizational changes. However,
most referred to changes in technical procedures, such as introducing the
purchase of equipment for production purposes and computerized management
systems. Typically, these responses were provided by empioyees of smaller firms.

Resistance to change alsc figured high among the reasons given for not being
able to use training. Several participants indicated that firms did not make use
of their management and administrative skills. In part, this may reflect
resistance to change on the part of executives. This is reflected in references
to lack of executive vision for the future. In some cases, it may also reflect
the jealousy of other employees towards participants because they were not
offered the same opportunities for training. This response was given most
frequently by participants in out-of-country programs.

Restrictive national legislation and policies were cited by two of the
participants. They were in reference to use of forestry products and ability te
export. Several participants from smailer firms aiso alluded to the need for
greater access to credit to support their operations. Some indicated that the
government should provide greater credit opportunities, particuiarly for
initiatives designed to increase exports. Related to this was discussion by some
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of the world recession and its impact on the Dominican economy. They suggested
that appiication of skills acquired to increase exports depends on demand
increases 1in other nations, in addition to improved product quality and
diversity.

Finally, two respondents indicated that they were unable to use what they
learned because they were currently unemployed. In both cases, the respondents
were females and were originally sponsored by very small firms, including the
“Banca de Mujeres.* This suggests that there may be a minimum firm threshold
1ev?l of activity and resources required in order to ensure eventual use of
training.

4. Changes Made in Firms

Training impact can occur over a long period of time. Typically, impact
results from changes introduced. Technical training is more likely to be short-
term, whereas general training is more likely to be long-term. Short-term
training is more likely to result in immediate changes of lTower overall impact,
while Tong-term training may take longer to result in changes, but of greater
overall impact..

As part of the survey, returned participants and their superyisors were
asked to identify changes which were made in sponsoring firms as a consequence
of the training programs. Much of this information was anecdotai and meant to
elaborate on responses to closed ended questions. HNonetheless, it provides a
rather accurate picture of the magnitude of changes as well as the types of
changes which have transpired as a result of the training.

Changes discussed by participants who participated in the survey are found
in Table 37. They are classified according to marketing improvements, management
improvements, and technical production improvements. The most common ferms of
marketing improvements are related to marketing strategies, followed by marketing
operations. They were taught in short-courses in the Y.S. ard in the Dominican
Repubiic. More specific marketing information was provided on agroforestry
markets, market survey techniques, and marketing incentive laws. Some
participants expressed frustration at their inability to transtate the knowledge
they gained into significant eyjort activity. This topic was addressed in the
section on factors which 1imit the application of training.

Several of these factors were reported to have led to important increases
in marketing activity. Access to aiternative sources of credit identified
through training enabled several firms to increase their volume of production of
export products. Participants who learned market survey technologies reported

“that they were able to implement them for their firms. These put their firms at

a comparative advantage, particularly in domestic markets. Another participant
reported that knowledge which he acquired about marketing incentive laws was used
to gain access to subsidies for increased exports. As a consequence of these
subsidies, his firm increased exports. Policy constraints 1imited the use of
agroforestry market analysis techniques acquired by another participant.

The most significant response related to marketing training relates to
firm activity. Many of the participants indicated that their firms were not
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involved in marketing products overseas. Thus, the training was not relevant to
the objective. Some of them indicated that their firms were thinking of
initiating export activity. Others, worked for institutions that support export
activities, such as banks and financial intermediaries. Thus, cverall impact of
training on export activities was limited. Changing priorities of DETRA suggest
that future impact will be even more limited.

Five participants reported that the training they received had led directly
to increased product diversification by their firms upon termination of the
training. Several of them indicated that they had made important contacts while
in the U.S. which permitted them to assess the potential demand for different
products. This information was used to promote alternative products upen return.

Table 37
Specific Changes Made in Firms as a Consequence of Training Received

Types of Improvements Number Total

A. Marketing Improvements 17

Strategy

Operations

Access to Alternative Financing
Agroforestry Market Analysis
Market Survey Technology
Marketing Incentive Laws

= = PO

B. Management Improvemerts 22

Program Monitoring

Personnel Selection/Management
Accounting Procedures
Budgeting Procedures
Operational Controls
Administrative Controis
Decision-Making Capacity
Credit Policy

Project Formulation

Personne]l Health Programs

bt ook ek B e [AY Bt AY bt e

C. Technical Production 13

Quality Control
Tobacco Production
Pesticide Applications
Product Hygiene
Cattle Feed Rations
Computer Systems

BN b=t =t o) =2 N
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Management changes refer to program administration, personnel, management
technologies, and policy. The most common types of change introduced were
management and administrative controis. They include accounting and budgeting
procedures and operational controls. In addition, several other participants
introduced changes in program monitoring techniques and in project formulation.
These changes resulted in increased production efficiency. Several participants
introduced personnel management changes in their firms upon return. They
indicated that these changes led to increased employee morale, and corresponding
increased employee productivity. Several other participants reported that the
training Ted to improved decision-making capacity which had resulted in their
ability to make more timely and irformed decisions. Another participant
indicated that he acasuired knowledge about effectiva credit policies. This was
used to revamp credit policy for his firm, which also led to increased firm
production.

Management and administrative training resuited in important changes in
several participating firms. In turn, these changes led to increases in firm
production, and at times to increased firm productivity. Many participants
vented frustration at their inability to effect more change. Typically, the
reason cited was opposition on the part of executive officers in their firms.
They had become accustomed to standard patterns of administration and production.

Technical changes were less frequently introduced. The most frequent
changes were related to quality control, particulariy for export products.
Several respondents indicated that these changes would probably result in greater
volumes of export. However, one indicated that there is a time lag, and that the
change would not be reflected in increased exports until greater product quality
1eads to increased demand for the products. Two participants indicated that they
installed computer information and control systems. They resulted in improved
management, production and marketing efficiency. Several other participants
introduced technical changes to the agricultural production process. They were
related to tobacco and fruit production. These changes reduced costs of
preduction and improved product hygiene.

In sum, numerous changes were introduced to sponsoring firms as a
consequence of training received. Changes in management techniques were most
common. Changes resuited in some product diversification, although this was
Timited by the reduced number of firms that were actually exporting. Changes
were reported to have affected domestic marketing as well as export marketing.
This was particularly true for changes in production techniques. Numerous
management improvements were introduced, which alse contributed to export
marketing through production and management efficiencies.

PUBLIC SECTOR TRAINING (FUMDAPEC)

1. Overview of Training Provided

As expected, most of the training provided by FUNDAPEC was oriented to
public sector institutions and to MNon-Governmental Organizations. The
approximate distribution of this training is found in Table 38. FUNDAPEC has



55

given more attention te in-country short-term training than is true for CHHE.
It has provided this training to 1,075 participants, or about 86 percent of the
original target number. Sinultaneously, it has endeavored to identify and place
long-term participants iz degree programs. Almost all of the 44 deagrse
participants have either B:un placed, or are in English Language Training. It
has also been aggressive in sroviding out-of-country non-degree training. Teo
date, it has provided this training to 159 participants, or over 30 percent of
the target number,

Forty percent of the long-ter: training has been targeted to the agriculture
sector. Much of this has been used to train faculty members from institutions
offering degrees in agriculture, including the polytechnic schools. Slightly
over one-fourth of the degree fellowships allocated by FUNDAPEC were provided to
institutions responsible for overszeing the Dominican economy. Many were
provided to the Central Bank and to CEDGFEX. These institutions are charged with
determining and impliementing policies dirzctly related to export activities and
to domestic production. One-fourth of the fellowships were distributed by
FUNDAPEC in the education sector. Tihils sector consists of educational
institutions, and institutions which administer formal education in the Dominican
Repubiic, such as the Secretariat of Education. Host fellowships were provided
to universities and to other instituticons o7 nigher education. Finally, 7
percent of the fellowships were allecataed 10 HGO's that work in the health
sector.

Qut-of-country non-degree training was »rovided to similar institutions, all .
of which were public sector or NG0O’s. The education sector received almost 90
percent of the fellowships. Most of this training was classified as general in
that it was not targeted to specific skill training., HMuch of this training was
designed to expose university and high schoci tzachers to alternative curricula
designs, methods of teaching and administering educational institutions. A
1ittle over one fourth of the traii.ing was directed to vocational education,
including agricuiture and technical areas. Curriculum davelopment and teaching
methods predominated. Fellowships were designed t¢ introduce educational
administrators to alternative administrative structures and procedures. Slightly
over 10 percent of the participants undertock trainina related to economic
pianning and poliicy. These participants were primarily from the Central Bank,
ONAPLAM 2nd other national planning institutions. Their training was designed
specifically to introduce them to alternative administrative, pianning and other
management models. Several received short-term statistical trairing. Ine fellow
studied demography and another studied irternational law. This training focused:
on technical content.

In-country non-degree training was provided to participants frowm several
sectors. Prominent among them are education and agriculture. As was true for
out-of-country training, participants from the education sector represented the
largest percentage -- 47 percent. Over 50 percent of these participants received
training in educational techniques, in particular curriculum development and
teaching methods. Other areas in which short courses were offered included iong
distance education, teaching methods, and technical facets of education
administration, such as registration and crediting course work. Health was the
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Table 38
Distribution of Training Provided by FUNDAPEC by Subject Matter

Training Subject Matter % of Type % of Total

I. Graduate Training

a. Agriculture 40
b. Economy 28
c. Health & Population 7
d. Education 25

11. Non-Degree {(Out-of-Country)

a. Demography 1
h. Economic Planning/Policy 11
Administration 12
Development 6
General &
Money and Banking 52
Planning 12
Statistics 12
c. Education 87
Development 3
General 50
Observational Tour 6
Planhing i
University Administration 13
Yocational 27
d. Internpational Law 1

I1i. Non-Degree {In-Country)

a. Administration 12
Public Administration 40
Admiristration Techniques 20
Preject Pilanning/Preparation 27
Factory Accounting 13

b. Agriculture 17
Farm HManagement 36
Cattle Management 17
Pesticide Management 31
Forestry/Soil Conservation 16

¢. Educatien _ 47
Teaching Methods 4
Registration Methods 12
Educational Cradit 6
Technical Education 63
Long Distance Education 15

d. Health (Sexual Diseases) 23

e. Industrial Law i
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sector which provided the next largest number of in-country trainees. About one-
fourth of the total received training about communicable sexual diseases,
including AIDS. This training was provided to elementary and secondary school
teachers, on the assumption that they would transmit this information to their
students. Seventeen percent of the short course participants attended courses
in agriculture, Most of the training provided to them was in management, with
much of this training being focused on technical aspects of production. Sixteen
percent of these participants received training in natural resource conservation
and management. Slightly over 10 percent of the short course training was
provided in administration and planning. Most participants came from planning
institutions in the public sector, such as the Central Bank. Finally, a small
class received training in industrial law, which focused on legal aspects of
international trade.

Much of the training provided by FUNDAPEC was either designed to strengthen
the policy and impiementation frameworks that impact on industrial and
agricultural production, particularly as it relates to non-traditional exports.
A conscious attempt was made to invest heavily in the Central Bank and CEDOPEX.
In addition, resources were selectively channelled to institutions of higher
agricultural education in order to promote quality training and research in this
sector. These activities were complementary to training which was provided by
CNHE to private sector institutions which are engaged in production activities.
A conscious attempt was also made to invest heavily in the education sector.
FUNDAPEC’s policy is to give priority to investments in trainers of trainers.
Unlike CNHE, FUNDAPEC also allocated significant resources to the health sector.
This was in response to changing priorities for DETRA as signaled in Amendment
#4.

2. Institutional Training Pians

As was indicated in the previous section on private sector training,
training plans have already been discussed within the context of an institutional
level approach to pianning. These analyses indicated that the relationship
between training utility for the employer institution and quality of training
plan is stronger for public sector institutions, perhaps because of their high
level of quality. Some indication of the validity of this c¢laim is given in the
following table which relates identification of training needs and consistency
of proposed training found in training plans prepared by public sector and NGO
institutions. Training plans inciuded in this analysis were prepared by
employers of participants who formed part of the survey used for this report.

Quality of Institutional Training Plans

Identification of Training Needs

Consistency of

Proposed Training . S —_—
+ 7 (84%) --

- 2 (12%) 7 {44%)
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Data suggest that these institutional training plans are indeed of higher
quality. Forty-four percent were ranked high on the identification of training
needs to address institutional constraints and on the consistency between these
needs and proposed training. This is over twice the number present for private
sector participants. On the other hand, public sector institutions also prepared
a higher percentage of training plans that did a poor job of both identifying
needs and proposing training. In other words, public sector training plans were
likely to be either good or bad, while those from the private sector were more
likely to be average. Public sector institutions probably prepared good plans
in response to requests from other funding institutions, and were merely adapted
to the needs of DETRA.

Overall, institutional training plans for 9 of the 16 participants (56%)
were rated high on identification of training needs as compared to 52% for firm
sponsored participants. Seven (44%) were ranked high on the consistency between
their proposed training plans and the training needs which they identified. This
compares to 28% for firm sponsored participants.

As is true for the private sector, it is impossible to measure with
precision the degree to which training provided responded to identified training
needs or the degree to which it was consistent with training plans. However,
anecdotal information from returned participants suggests that the same rationale
applies for this sector. Much of the training did not directly address problems
in the Dominican Republic. Short courses tended to be off shelf items, with
Tittle content bearing directly on the Dominican Republic’s circumstances, or
those of their employer institutions. Long-term training was tooc general to
address directly specific problems identified in the training plans. Public
sector and NGO training pians tended to identify general problems in
administration and management, as well as instructional needs. This was less
true for private sector firm plans.

Financial problems confronting large public sector agencies, such as the
_State Secretariat of Agriculture (SEA) and the State Secretariat of Education and
Fine Arts (SEEBAC) are becoming greater. The ability to apply training upon
return may depend more on the current financial and morale conditions of these
agencies than the fit between training provided and original training plans.
Participants, who are sponsored by relatively smalier, more serious public sector
institutions, such as the Central Bank and CEDOPEX, may have iess of a probiem.
The same is true for participants who are sponsored by NGOs such as institutions
of higher education and local and regional development asseciations. Much will
depend on the adequacy of their funding levels.

3. Utility cf’Tfaining tc Employer Institutions

Public sector institution and NGO returned participants and supervisors were
also asked to discuss the usefulncss of their training. A summary of their
responses is presented in Table 39. These data were gathered for only 57 percent
of the respondents and 64 percent of the supervisors. In part, this low response
rate reflects the difficulties which we encountered in locating returned
participants and their employers. The rate of change in jobs was greater for
them than it was for participants sponsored by private sector institutions. In
part, this may suggest that overzll use of training was lower for these secters.
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Table 39
Usefulness of Training to Employer Institutions

Participants Supervisors
Responses # % # %
Very 8 42 10 48
Somewhat e 47 S 43
Marginal 2 11 2 g
None -- - -- -
Total 19 100 2l 100

Data provided by those who responded, however, indicate a level of
utilization similar to that found in the privite sector. Those who returned to
their jobs apparently found their training to be just as useful. A greater
percentage had undertaken cut-of-country training and many were associated with
educational institutions. Slightly less than one half of the participants and
their supervisors indicated that training received was very useful to the
employer institutions, and about the same percent indicated that it was somewhat
useful. Only 11 percent of the participants and 9 percent of their supervisors
indicated that training was of marginal use. None of them indicated that it was
of no use,

Factors which 1imit the usefulness of their training ts their employer
institutions are summarized in Table 40. Unlike private sector participants,

Table 40
Factors which Limit Usefulness of Training to Employers
Factors Frequency of Mention
Lack of Resources to Promote Change 8
Course Contant Irrelevant to Job 6
Rigid Bureaucratic Structure 3
Highly Centraliized Decision Making 1

Discontinuity in Programs 1
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the most prevalent reason given for inability to use knowledge acquired through
training was lack of resources possessed by employer institutions. This, in

part, reflects the decision by the current government to reduce investments in
the public sector. In part, it also reflects a hesitancy on the part of
international donors to invest in this sector. This explains why several
respondents cited a lack in continuity of technical assistance programs. In

part, the programs which they support through their institutions are dependent

& ' on outside funding.

E@.deﬁ
; ‘ MQ’Centra1 Bank and other organizations that promote exports, such as CEDOPEX, have
Xﬁgm J resources with which to work. None of the participants from these institutions
cited a lack of resources as a 1imiting factor. in particuiar, these

wi ? 5participants were able to introduce important alternative management systems and
;, to put new ways of formul at1ng, monitoring and evaluating projects into practice.

\fﬁ These will be discussed in a later section of this report.
o

Not all public sector institutions are bereft of rescurces. In fact, the

. Public sector participants also frequently referred to a discrepancy between
the training which they received and the functions which they exercise in their
jobs. As was true for the private sector, both supply and demand factors
probably explain this response pattern. This response was more frequently given
by individuals who attended short-courses in the Dominican Republic. Courses may
not have been adequately described to potential participants from the public
sector and from NGOs, in the same way as for private sector participants. In
other cases, emplioyers may have perceived these courses as rewards to their
employees -- opportunities to do something different and incentives to remain
in their jobs. On the other hand, public sector institutions may have less well
defined the training needed for their employees. The reduction in resources
available to them has been accompanied by a decline in programming and
identification of human resource deveiopment pianning. This is particularly true
for larger agencies, such as the State Secretariat of Agriculture (SEA) and the
Secretariat of tducaticn (SEEBAC).

Several participants also cited the highly bureaucratic structure of their
employer institutions. This is associated with highiy centralized decision
making, and the inability to promote change at lower levels in the structure.
Participants who cited this iimitation had typically participated in overseas
training programs which focused on alternative organizational and management
models. Typically, they occupied positions below the top echelon of the
authority structure of their institutions.

In sum, the major factors which 1imit usefulness of training in the public
sector and related N&Os are similar to those limiting usefulness in the private
sector. However, the degree to which they are emphasized varies somewhat.
Resource constraints are more marked in the public sector. Economic recession
and policy constraints are of less concern because these institutions are not
directly involved in producticn activities.

4. Changes Made in Empioyer Institutions

Responses given by interviewees in the survey which we conducted of returned
participants to questions regarding training impact are summarized in Table 41.
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As was true for private sector sponsored participants, they are summarized from
anecdotal information provided by returned participants when they were asked to
elucidate on impact questions.

Consistent with the character of training provided to public sector and NGO
participants, most of the changes which they introduced were related to
administration and management, which was the focus of most of the training
provided to them. Personnel management changes were most frequently cited.
These participants returned with new ideas about how to involve personnel in
decision making processes. Several have instituted practices which represent
decentralized decision making and repc~ted on the pesitive impacts which this
model has had on employee productivity. Related to this, others cited their
improved 2ability to make decisions, based on factual datz about market
characteristics. One participant indicated that he had improved his leadership
style by becoming more inclusive in defining goals and in making decisions. Five
participants indicated that they had made changes in their own administrative
styles, most specifying that these changes represented a greater appreciation of
contributions by other members of the organization.

Tabie 41
Specific Changes Made in Institutions as a Consequence of Training Received

Types of Changes Number Total

A. Management 34

Administrative Capacity
Personnel Management
Accounting SKills
Decisicn-Making Capacity
Planning Capacity
Budgeting

Financial Cortrols
Leadership

Production Efficiency
Project Formulation/Evaluation
Program/Project Analysis

= (1 e b L DD L W N T N

B. Technical 5

Pesticide Applications
Fruit Preduction Technology
Animal Ration Formulas

New Teaching Methods

NS 2ol pod Juma

C. Policy 2

"*Canasta Famiiiar™ Analysis i
Responsiveness to Private Sector
Needs in Higher Education 1
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These changes have resulted in more efficient and effective management.

Although some registered frustration with the slowness with which they were able

RS to institute changes, it may be concluded that the barriers to change are more

2M‘ bureaucratic than personal, as was not the case with private sector firms. That

<6 i s, changes were less often resisted by persons who felt that they had direct

AT 5 interests in maintaining the status quo, and the authority and economic base to
»  directly oppose them.

Aot
¢

-
\;GQb Changes in organizational procedures were also introduced. They have
Z&’-( directly impacted on organizational efficiency. Among the most frequently cited
v Y are financial controls and project formulation and evaluation techniques.
Y eral Central Bank sponsored participants indicated that they learned
P \j chniques which made it possible for them to recommend more effective controls
vﬂy ¥, over and to assess more effectively the financial conditions of banks in the
v7.7 ,~ Dominican Republic. Another indicated that he learned models which he was using
1% X to help restructure the financial system of the Dominican Republic. Several

-

[}

P

A

n
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- t? indicated that they had improved techniques of project formulation and
Rﬁf'f= evaluation. They considered these to be essential tools for their organizations.
I However the impact of these charnges in terms of organizational output are
Y debatable because of the reduced funding available to most public sector
(f institutions. Yet others indicated that they had improved accounting and

budgeting procedures.

Technical changes, which are more directly related to production, were also
cited. They were all related to the agriculture sector and paralieled those
cited by private sector participants. A university professor indicated that his
graduate training had enabled him to apply new fruit production technologies in
his research and in his interaction with clientele. He also ir4icated that this
knowledge was incorperated into his classes. Severa! higher educaticn professors
indicated that they had learned new teaching methods which they were applying at
their institutions. In addition, several emplioyees of non-governmental
organizations indicated that they were experimenting with new modes of pesticide
application and animal ration formulas, which have led to improved product
quality and safety. Invariably, these respondents indicated that the changes
which they introduced to their organizations and programs of work have led to
more effective performance of their tasks and higher quality outputs from their
empioyer organizations.

Two respondents discussed outcomes of their training which have a broader
impact on the general public and on private sector firms. An employee of the
Central Bank indicated that he had used knowledge gained to help redefine the
*Canasta Familiar® for the Dominican Republic. These inputs were directly
related to government policy related to urban and rural poverty and programs
which address poverty groups. Another participant indicated that he used
teaching and research methodologies obtained through his training to better
relate these activities and the programs at his institution to the needs of the
Dominican private sector.

To summar®ze, important changes have been introduced in public sector and
Mon-governmental Organizations as a result of training provided through DETRA.
The greatest impact has been on management and administrative procedures in these
organizations. Some have decentralized decision-making procedures and improved
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personnel reiations. Others have experienced change in operational modes of
accounting, project formulation, project monitering and evaluation, etc. These
changes have been most marked in smaller institutions, with budgets which permit
thea to carry out project activities and with organizational structures that are
still sufficiently flexible to permit change to cccur. Technical changes have
led to increased organizational output. However, these were also more true of
Non-Governmental Organizations than of larger state bureaucracies. Returns on
investments have been greater for smaller institutions that depend, at least in
part, on sources other than the govermment for support.

MAJOR RECOMMENDATIONS FOR FUTURE PROJECT DESIGN
Several major implications emerge from the analyses conducted in this study.
They are relevant to the design of future training programs, especiaily those

which may be patterned after DETRA.

{1) Focus and Concentrate

Future'tra1n1ng programs should implement the focus and concentrate strategy'p‘ g &x
evident in defining mission priorities. Focus refers to the need to identify a /5
1imited number of sectors in which to invest rescurces. Concentrate refers to /“

the need to limit the number of institutions in which the investments are made’
within these sectors. DETRA focused on individual firms and institutions, and
used training plans as the fundamental design mechanism to determine the types
of Teng-term training that were to be provided under the program.

Detailed analyses of the use of ETPs indicated that they made little
difference in program impact. The quality of ETPs and the design of training
consistent with probiems identified in ETPs had T1ittie or no bearing on impact
resulting from the training. Discussion revolved about the positive and negative
features of ETPs. Factors which are not inherent to ETPs themseives limit their
usefulness. The tendency for one quarter or more of the participants to change
Jobs shortly after returning from the training is one such factor. Another is
the fact that some sponsoring firms went out of existence while scme were in
train1ng

Stl]] other factors related to the attitude of sponsoring institutions about
the program are important. Many firms tended to view the training as an expense
rather than an investment in the future through human resource develcpment.
Others were disinclined to sponsor participants, other than family members, for
long-term training. In some cases, firms recommended individuals who were not
appropriate for long-term training, either because of academic ability or because
their jobs did not fit needs identified in the training plans. A more detailed
discussion is found in the text.

In implementing the focus and concentrate strategy, care should be taken to
spread sowme resources beyond identified sectors or subsectors. The strategy
should include investments of major pertions of availablie resources in specific
sectors or industries, but also offer resources to institutions and firms in
other sectors. The program will be more acceptable if it is not judged to be
exciusive by Dominican society.

[
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(a) Degree Training

Based on foregoing analyses it is recommended that future graduate degree
training programs focus on industries or sectors rather than institutioms. This
will require that priority training needs for the selected industries or sectors
be identified a priori. However, it has several advantages over the firm level
approach. First, it allows for mobility among firms or institutions in the
sector, incliuding mobility from the public sector and NGOs to private firms and
vice versa. As revealed by our survey of returned participants and other data
sources, this is occurring with some frequency. Second, it relieves firms from
having to pay salaries and other training related expenses which lead them to
view training programs as costs, rather than investments in the future. Third,
it would allow the program to identify and invest in the best and the brightest,
regardless of who might be sponsoring them. Fourth. it would allow firms to keep
their vital personnel in place to address issues, rather than losing them for
long periods of time. Fifth, greater control could be exercised over selection
of candidates on the basis of ability to finance their own education. Finally,
it would relieve the firms and public sector institutions from the onus of having
to prepare training plans which many view as a program requirement, rather than
an important planning tool.

Indications are that future training may be more oriented to public sector
and NGO institutions -- particularly that related to democratic initiatives and
health and population. Public sector institutions may already have training
plans in place, whereas smail NGOs may not perceive a need for long-term
training.

{b) Non-degree training

Based on the foregsing analyses, it is recommended that a firm or
institution focus be maintained for short-term, non-degree training. Much of the
short-term training provided, particularly technical training, was not perceived
by participants to be relevant to their jobs. In part, this may have been the
result of presenting off the shelf repetitions, rather than customized content,
particuiarly for overseas courses.

Implementation of this focus will require that attention be given to the
following activities: (1) training needs assessments; (2) identification of
participants; (3) selection of participants; (4) training program design and
delivery; and (5) program evaluation.

Training needs assessments - Needs studies by sectors are of great use in
defining priority training needs. However, they do not necessarily lead to
program which impact back on firms or institutions in the sector. In order for
this to happen, the institutions must be engaged in the process of need
jdentification. To date, many of the courses have been designed to address
sector needs, but content has been general rather than specific. This has given
Teeway for more participants with diverse needs to participate. However, several
of the courses have not provided them with training specifically appiicable to
their jobs. More attention should be given to identifying specific industry or
firm needs, par-icularly when addressing technical shortfalls in them. This may
result in small classes, but greater relevancy, and application toc the job.
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Identification of participants - Most short-course participants learned
about them through mass media. Advertisements are directed at individuals rather
than employers. It is suggested that greater attention be given to firms and
other employers in the future. That is, once courses have been defined, the
nomination process should begin by seliciting employer institutions to nominate
individuals for short-courses. Nominations should be tied to specific technical,
management, or administraztive constraints identified by the nominating
institutions.

Selection of participants - Procedurss currently in place appear to be
adequate. Selection criteria should include (a) applicability of course content
to employer institution activities; (b) 1ikelihood that institutions will improve
productivity and/or efficiency through training; (c¢) fit between candidates job
responsibilities and course content; and (d) time of candidate affiliation with
firm.

Training program design and delivery - Short courses should be designed to
address specific constraints encountered by industries or subsectors, as
articulated by specific firms, NGOs or subunits within government agencies.
Renforth reported that several factors can contribute to this process, including
identification of a wider range cf training providers, greater emphasis on
production topics, industry focus and customized programs that respond to
specific industry needs.

Program evaluation - A feedback ioop should be maintained on short courses
offered. 1Ideally, employer institutions and participants would be contacted
shortly after terminating training programs to assess their impressions regarding
course relevance. This follow up should not be conducted by the crganizations
who presented the courses. Rather, the implementing entity or a contract firm
should conduct the course evaluations. Information should be fed back inte
programming of future short courses.

(2) Definition of Training Priorities

Several sources of information are available to help identify training
priorities. DETRA was designed to support the overall USAID Miss®in project
portfolio. At this has changed over time, DETRA has also changed to .ddress new
priorities and needs. Given that this will contirue to occur, the : )st obvious
point of departure should be Mission strategy statements and action ; ians. These
define the key sectcrs in which the mission intends to be involved, and in some
cases, the institutions with which it intends to work. Assuming continuity in
Mission priorities, identified sectors will include those which have been given
attention by DETRA. This will maximize the impact of training already provided.

Once sectors have been defined, inputs should be scught from participants
in these sectors regarding key institutions and training priorities within them.
Eventually, they snould be organized into industry or subsector training plans.
Several sources of information can be used to identify the training needs.
First, a panel of experts from each industry or subsector could provide their
interpretation of major manpower constraints to increased production efficiency,
mzrket responsiveness, and overalil productivity. The panel members should be
selected jointly by USAID personnel and key Dominican Teaders, such as the
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president of the National Council of Businessmen. Second, existing sector
assessments and other similar documentation should be reviewed. Third, a survey
of needs should be conducted. 1deally, this would focus on institutions (Firms,
NGOs, government agencies) that are likely to participate in the training
program. Leaders of these institutions should be asked to identify what they
consider to be their major manpower constraints. Fourth, training being provided
by other donor and by national institutions should be reviewed, and appropriate
training niches for DETRA identified.

: In effect, these sets of information carn be compared with one another to
identify manpower constraints and related training needs. Key constraints should
be identified by all three sources of information.

(3) Types of Training

It is recommended that an appropriate mix of iong-term and short-term
training, management and administrative and technical training, and in-country
and out-of-country training be identified. This anaiysis and decision making
process should take into account past returns to training, training being
provided by other institutions, and effective employer and individual demand.
The survey, which formed a background for this report, indicated that out-of-
country, long-term, general training was in greatest demand by individuals, and
that it yielded the greatest returns to individuals and to their employer
institutions. However, numerous factors dictate that greater attention be given
to short-term, technical, in-country training.

(4) Project Impiementation

It is recommended that only one organization be contracted to implement
future training programs. Invoivement of two organizations is excessively
costly, hampers coordination of activities, duplicates key functions, and
incraases management inputs. Deciding which organization to select will depend
on several factors, including relative emphasis of the training program, past
experience, ability of organizations to handle diverse types of training, and
ability to meet reporting reguirements.

Relative emphasis of training program refers to sectors which will be
involved and emphasis to be given to pubiic sector versus private sector and
other non-governmental organizations. If most training is to be provided for
private sector institutions, a private sector implementor should probably be
identified. 1f most training is to be provided for public sector institutions,
a public implementor should probably de identified. In either case, it is
recommended that the implementing agency be structured to include individuals,
and perhaps subdivisions, which can give particuiar attention to sectors which
they are less able to handle. For example, a private sector implementor should
consider structuring a separate division to coordinate public sector training,
and hire individuals with experience in that sector to do so, or vice versa.
This structure will facilitate coordination of private sector and public sector
investments, thereby maximizing training impact.

Several organizations have considerable experience in managing USAID
training programs. They required investments of time and resources. It is
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recommended that one of these experienced organizations be selected to manage
future programs in order to capitalize on eariier invesiments and accumulated
experience and networking. At the top of the Tist should be offices within CNHE
and FUNDAPEC that implement DETRA.

Ability to handlie diverse types of training refers to the experience which
organizations may have in dealing with long- and short-term training, in-country
and international training, general and technical training, and diverse
sponsoring institutions. Many institutions may qualify based on past experience.
Perhaps the kcy critarion should be the ability of the institutions to work
equally well with private sector firms, non-governmental organizations and public
sector institutions.

Ability to meet USAID reporting requirements is becoming increasingly
important. Identification by the Agency cof management as a key initiative
underscores the importance which is being siven to all facets of accountabiiity.
1t is recommended that the selected orgai.izztion have a track record of adequate
reporting and record keeping. Ideally, this would be buttressed by understanding
of the use to which reports and records are put by the Mission.

{(5) Follow On Activities s

Greater attention should be given to project activities which imply follow
up on previous training. First, future training might consider additional
training for individuals who were involved in previous training activities. For
example, participants in previous short-courses might be considered for eventual
long-term training; and recipients of long-term training might be considered for
follow up short-term training. The underlying principle would be to maximize
impact by building on previous investments. Less specific follow on activities
might also be considered, including newsletters and reunions of former
participants. Attention might be given to foliow on activities being provided
by USAID Missions through CLASPs.
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ATTACHMENT I

SCOPE OF WORK : . .
gtrategic Impact Evaluation of the Development praining Project

Background: The Development Training project (517-0216) was authorized
by USAID/Dominican Republic in 1986 at a funding level of §$7 million.
The project goal was to "improve the human’rescurce base ‘required for

private sector growth ‘and -development." The project .purpose was to
ujncrease the number .of ‘trained professicnal,..technical, and managerial

personnel "HE¥d.d to meet the ‘manpower demandsT¥of ~an expnrt-oriented

econony." The planned ‘outputs were 8 Ph.D. level programs for
university faculty members, 55 Masters level academic preograms, and 250
persons atteading short-term technical programs. All training was to
take place in the U.S. or third countries and, With the exception of the
University professors, "all participants were to be from private sector,
‘export-oriented companies.; T T
The project was ~amé’n&§dji’in""1988 to add an additional $8 milliion worth of
funding, for a total of $15 million, and expand the project purpose to .

-allgy setraining  of eliployees SfIKpublic ~sgctor ¥and jnon-prozit’
a

BrgERizations and to include opportufitties-£oF Im-country training. The
estimated total number of MdStexid level training S¥fcreised tto -90 :and
overséas sHort-ternm trainees AnciEasta to~%00S An estimated 80 fin-
country TWorksidds were envisioned, with an average attendance of 30
persons. . '

The project design specifies that allftraifiing must_not only be in

"priority TCDSS fields, but also that it be Pplanned. inithe context of

organizational training heeds.” Each participating firm or institution

was expected to complete an Enterprise Training Plan (ETP}, ' an

analytical review of training needs upon which to base a training plan.

A mid-term evaluation in 1990 concluded that the ETPS were difficult for

most firms to  complete adequately and that for the _majority: of

participants they were considered to be an japplication requirement .
rather than a planning tool. Some changes were made in the ETP process

after this evaluation. '

Objective of the Study: The study is a §trategic-impact evaluation, the
objective of which is to provide useful insights about project strategy
-and design’ in the context of project cbjectives, Therefore, the purpose
of the study is not simply to measure impact: as an exercise in
accountability, but rather to identify factors which are more likely to
result ‘in discernable impact. The results of the study will be used to

develop future training strategy and project design.
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(Attachment I)

The evaluation is to assess the effectiveness of the project strategy,
design, and implementation in achieving proiect objectives of increasing
private cector~-led -export growth, _impr'oving £irm productivity, and
increasing agricultural ‘__di\_rge,rsific__ation. Project impa
assessed ©

objectives for using the training in their employer organization and (2)

resulting changes -4n the organization that contribute to the project
goals.

Scope of Work:
from this projec
to answer the following questions.

The evaluator will draw upon primary and secondary data

I. General Ouescions

A. Proiject Strateav.
1. The project design §p¢cificafiﬁ§*’f”f5c&é$e§jﬂ:rain

L p wWnat has been the project @
g _ implémentatxdh”and_ S
aigadvanéages, and rradeoffs of this

of organization or firm level planning. _

experience with this approach in terms of ‘both

impact? Wnat are ‘the advantages,

approach compared with a’ project focus on. either individuals or.

industries? | | | I
2. Although not. specified in the purpose stat

paper states that the pr

divergificatio , B
potential may exist for doing so on 2 industry o¥-firm level.

any evidence that this was attempted for any particular
industries or tha

B. -=Desigﬁ and_Implementation Do any of the following factors

substantively improve the ‘rate_of-utilization, .3m
contribution:to project. obJ ectives:

-géctor . of ,ﬁfe_‘j@ployment (private,
-clearly definedrf’enterpx_'_ise plan developed with managenen
~ —training program that ‘elearly responds _to training needs
~high level o'f&,'sati.-sfaction-" with the training provided '
-specificity of training pregram (generxal survey VS P
jndustry specific technical training) . ' o
-pature of & -aining provided (management—administrative, tec
production) _ _ ' P .
~length and type of training (academic=--long-term. technical--
_short-tern, seminars) |
-organizational characteristics of firms)or institutions

use training.

+ and his/her professional judgenment pased on experience

n two levels——(1) “erainees' achievement of their specific

ement, the ._project: _
oject was intended to train a “eritical mass® of
individuals, .thereby affecting’ Kexport fevels: @nd. agricultural

TP Although not feasible on. %ﬂnational level, some . o
‘ Is there . '

firms ox’
£ it would be a significant factor in project SuUCcessS.

impact of training, or

public, ' :' ""N'G-O)f
tf_suppo_rt-

:Odut_:_:t' or '- °

hnical o

likely to ©




71

PIO/T No.
Page 6 of _S
(Attachment I)

II. Specifiec Questiong A
A. ‘Private Sector Training (CNHE)

1. Analyze the training provided by industry, technical area, type
of training (academic, short-term technical, in-country seminar) and
nature of programs {(general survey vs specific technology). Discuss the
training provided to specific industries in the perspective of the

overall induvstry size (number of firms, etc). ‘

2. Did the enterprise tfaining plans identify specific problems to
be resolved or specific applications for the training? Did the training
programs respond to this expressed need? -

3. Do the trainee, his/her supervisor, and the employer believe
that the training has been useful for the firm?  What factors have
supported or inhibited the application of the training?

4. What specific changes have firms made in management, marketing,
technical production, or other areas that can be attributed to some
degree to the training? Have these changes had any direct impact on the
firm's existing or potential export business, productivity, employment,
diversification, or prefitability? :

: 5. How do +the current export and production 1levels of
participating firms compare to the baseline information collected in the
- application form? Review these changes in the context of overall
national economic and export indicators for the period of time.

' 6. Compare the relative applicability and utilization of general
training, industry specific training, management training, and technical
training. :

B. Public ‘Sector Training (FUNDAPEC)

: 1. Analyze the nature of training provided by sector,
organization, type of training (academic, short-term, in-country), and
‘nature of programs (general vs specific technical).

2. Did the institutional training plans identify specific problems
or ways to use the training? To what degree was the training received.

related to the training plan? ;

B 3. Do the trainee, his/her supervisor, and the employer.believe'
that the training has been useful for the firm? What factors have
'~ supported or inhibited the application of the training?
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4. What specific changes have the institutions made in management,
efficiency, policy, or other areas that can be attributed to somesdegree
to the training? What impact can be attributed to these changes that

would support national export or production?

5. Compare the relative applicability and utilization of general
training, industry specific training, management training, and technical

training.

Methcdeology

Approach. The analysis is expected to follow the following logic to
interpret results. N

Assumption - an effective training program consists of:

~0rganizaticnal training needs clearly analyzed and identified by
company management, and

-Identified training needs effectively incorporated into the
individuail training plan, and

~A qualified’training institution provides a high quality training
‘program the meets the specific needs of the group, and

—-The trainee and his/her employer agree that the training was
generally beneficial and can identify specific changes in company
operation, management, oOr strategy intrcduced as a result of the

training. and

~The 'chénges contribute to either current or potential future
increases in productivity or export sales.

Expected Procedures
The contractor will:

a. Review project documentation and files and interview the responsible
personnel at A.I.D., CNHE, and FUNDAPEC.

b. Identify representative samples of trainges consistent with the
following categories:

Sector of employment (public, private, NGO}

Type of training (academic, technical, in-country)
Nature of technical training (general survey, product or industry
specific) _
‘Gender of trainee
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believe to be exceptionaily well pPlanned ETps,

€. For each of the selected trainees, the evaluator will review aij
file documentation and make a judgement about the quality of the needs
analysis, relationship of training actually provided to the heeds
analysis, quality and appropriateness of the training (baseg on
participant satisfaction measures), and qualifications of the trainee.
All of this data will be incorporated into the analytical framework.

d. Develop appropriate'interview instruments ang evaluation rormats for
review by AID, CNHE, and FUNDAPEC. The Survey should be a.mixture of
direct questions (fact), scaled responses, and open-ended questions.

e. Conduct personal interviews with returned participants, their
Supervisors and or employers, and any other individuais who developed
the original training pian. The evaluator will hire local interviewers
as needed to complete the interviews on schedule.

f. Tabulate andg gnalyze the data gathered and present a draft report to
the UsaAlID, CNHE, and FUNDAPEC. :

9. Upon receipt of review comments, revise the draft and present a
final draft to the mission,
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Introduccion

El Instituto Superior d2 Agricultura {(IsA) fue subcontratado
para trabajar en el estudio sobre la Evaluacion del Impacto
estratégico del Proyecto de Entrenamiento para el Desarrollo
financiadoe por la Agencia 1Internacional para el Desarrollo y
eijecutadeo por El consejo Nacional de Hombres de Empresas (CNHE)
v la Fundacion APEC (FUNDAPEC). E1l objetivo de este estudioc es
el de suministrar informaciones que permitan identificar agquellos

factores que puedan resultar en un mayor impacto del proysecto.

Las reponsabilidades del ISA dentro del estudic incluian

a) Preparar y reproducir los Dborradores finales de los
cuestionarics a ser aplicados a los participantes de
los programas de entrenamiento ¥ & SU sSupervisores,

b} Administrar el cuestionario a una muestra
predeterminada Y gue fue seleccionada de les
participantes en los entrenamientos de largo plazo,
corto plazo en el extranjerc Yy corto plazo ern 1la

Repriblica Dominicana.

c) codificar 1los datos ¥y archivarlos en computadera
personal.
d) Proveer analisis estadisticos de los datos que

consisten en: frecuencias Vv porcentages, asi ¢como
tabulacidn cruzada vy,

provesr un analisis preliminar de los resultades.

D
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En esTe primer 1lnforme se reporta 21 proceso de  reacolaccicn

vi

o

2 las informaciones, asi come un anilisic preliminar de los

esultados de 1as 2ncuestas aplicadas a los participantas v

1

supervisores,

Seleccidén de la Muestra.

La metodologia gue se emplied para seleccionar a los
participantes del Programa de Enctrenamisntoe DETRA a ser
entrevistados fue la de Muestra al Azar. Se seleccicnaron  al
3zar un nimerc de partisipantes atendiernto al sector a gue
pertenace la empresa/sinstitucidn gque 1o presentd al DETRA
{agricultura, economia, salud, educacidn); el tipo de empieador
(empresa privada, gubernamental, ONG); v sexo del prarticipante
{hombrea, muzer!.

La muestra tambisén se seleccicndé considerando 1 tipo de
entrenamiento recinido {corto plazo en Rep. Dem., Corto plazo en
E.E.U.U. © Centro Aamerica, large plazoc en E.E.U.U); v la
institucidn gque ejecutd el programa de entrenamiento (CNHE vy
FUNDAPEC}) . El numero de participantes se selecciond en
proporziin a la distribucidn del total de participantes en el
programa DETRA. Para cada uno de 103 participantes se elabord un
cusstionario para ser contestado por su supervisor inmediatc. La
seleccidn de la muestra s2 hizo basado =2nn el listade de cursos v
participantss suministrado por el Consejo Nacional de Hombres de

Empresas (CNHE! y la Fundacion 3APEC (FUNDARIC).
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Se elabord una lista de sustitucidn gque se utilizaria en
cascs =n que el participante seleccicnado en la muestra no
pudiese ser locaiizade y/c entrevistado. En cada caso, siempre
que esto fue posible, el participante sustituto pertenecia al
mismo subconjunto que el participante de la muestra (ver lista de

ancuesrados, cuadro I.1).

kecoleccidn de Datos.

Para la reccleccidén de datos se empled la modalidad de
entrevistas personales. Para tal fin se prepararon cuestionarios
a ser aplicados por los entrevistadores. Se asignd a cada
artrevistador un numero determinade de participantes Yy se le
suministrd un listado de personas gque participarcn en los
programas de entrenamiento del DETRA c¢on sus respectivos
sSustitutos. para facilitar @l «contacto incial con los
participantes selecciconados y 1los posibies sustiturtos, se

optuvieron sus direcciones v teléfonos.

El trabajo de campo se realizd del 10 al 24 de junio. Para
esto Sse contrataron 10 personas las cuales fueron previamente
entrenadas para ia realizacién de entrevistas, los
antrevistadores fyeron estudiantes del ISA guienes tenian
experiencia previa en este tipce de trabajo, Ya Jque habian
participado en las encuestas de gastos e 1ngresos realizadas

periédicamente por a2l Banco Central de la Reptblica Dominicana.
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ci1idn de entrevistas tfu

¥y

£1 tiempo invertido en ia realiiz
mayor del programado. Esto se deblid principaimente a la ailta
movilidad de los beneficiarics de lcs entrenamientos con respecto
a sus lugares originalies de trabajo. Esta movilidad £fue mas
acentuada con respectod a aquellos participant=s gque e2staban
laborando en instituciones del sector puiblico vy/o instituciones
no gubernamentalies. En varios casos 2n la ampresa/institucicn
gque presentd al participante desconocian su nueve lugar de
trabhajoe. otro inconveniente del procesc de entrevistas fue el
gue muchos participantes se negaban a participar en 1las
entrevistas alegando que ya habian c¢ontestado a esas preguntas a
través de cuestiocnarios aplicados individualmente por el CNHE,
FUNDAPEC o la AID ({ver anexo copia de 1la carta enviada por
participantes del Banco Central a FUNDAPEC}. Otras veces o se
nude entravistar al participante selecciconadao porgue estaba fuera

del pais o porgue habia fallecido.

De manera similar algunas personas due hablan participado
en 1os entrenamientos a través de los programas del CNHE no
aparecian en los centros de trabajos que los hablan patrocinados.
Esto se debia a qgue estes individuos nunca laboraron en diché
enpresa Yy unicamente recibiercn el patrocinio para ser

peneficiario del entrenamlento.

En otras ocasiones, el nombre del oparticipante aparecia en 1la
lista suministrada por FUNDAPEC o CNHE pero no habia realizado el

entrenamiento. En este informe se anexa una lista de  aigunoes
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cparticipantes seleccionados en la muestra origilnal Yy gue Ro

pudiercn ser localizados por las razones expuestas mas arriba.

Con relacidén a los supervisores, no fue posible realizar el
mismo numero de elicuestas gue las de los participantes DOY tres
razones: Frimero, algunas veces el beneficiario era el dueno de
ia empresa o© no habia un supervisor inmediato a guien
entrevistar. Segunde, el suwpervisor no estaba en condiciones de
evaluar el trabajo del participante porgque o no lo conocia antes
del entrenamientc. Tercero, el participante tenla poco tismpo
laborande en 1la empresa/institucidn después de participar en el

entrenamiesnto.

Las dificultades mencionadas més arriba provocaron Jue no se
pudieran entrevistar a todos 1los seleccicnados en la muestra
inicial. Se procedid a utilizar la lista de los sustitutos v
ultimamente una segunda rohda de susSTitutos con participantes de

los respectivos entrenamientos.
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RESULTADOS DE LA ENCUESTA DE LCS PARTICIPANTES
I. Datos Generales

La encuestez fue aplicada a 90 participantes de los curses
del CNEE y FUNDAPEC, selecionando unos 58 beneficiarics de los:
programas de entrensnlento del CNHE y 32 participantes en 1os
programas de FUNDAPEC. Una lista completa de los nombres de los

encuestados con las empresas donde laboran aparsce en el cuadrs

CIL1.

1.os beneficiarios de los preogramas de entrenamiento se
ancuentran dentro del rango de edad mas preductivo del periodo de
trabaio de cualguier persona. La edad promedic de los
participantes tanto de CNHE como de FUNDAPEC era d2 35> ankos y
cerca de un 72% tienen menos de 40 anes de edad (ver cuadro I.4).
EsOo garantiza que ios conocimientos adquiridcocs por los
heneficiarios puedan ser aplicados a la 2mpresa/institucidn por
un pericdo relativamente largo Y que la inversidn en el recurso

humano pueda ser recuperable.

El salario nominal promedio devengadoe por los participantes
antes del entre2namientoc era de RDS3,%70 para los participantes
del CNHE comparado con RDS3,410 para los de FUNDAPEC ({11% mayor

gue FUNDAPEC), (ver cuedro I.s.Z]. L0s participantes en los

Programas de CNHE proviensen 2n  su mavoria del sector privado
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3onde el salario es mayor dgue el salario gque se Dpada en
instituciones publicas u organizaciones sin fines de lucro. La
mavoria de 1los participantes de los programas de FUNDAPEC

provenian de estas dos ultimas instituciones.

Esta diferencia de salarios a favor de los participantes de
los programas de CNHE se mantiene cuandc se analizan los salarios
devengados después del entrsnam.ento. Mientras el salario

promedic de los beneficiarics del entrenamliento via FUNDAPEC

N

aumentd a RD$5,014, {47%) el salario promedio de los que
participaron el los programas del CNHE se elevd a RD$6,519 (s6%),
(ver cuadro I.8.2). Es notarico gue el salario de los
heneficiarios de 1os programas del CNHE experimentd una mejoria
en csomparacidén con el salario promedio de los participantes via
FUNDAPEC. Esto se puede notar independientemente de lo que
podria considerarse un aumente en el salario rezl de los
varticipanrtas. No 28 pesible determinar el cambic en el salarie
real de los participantas debildo a gque los programas de
entrenamiento Se realizaron en un pericdo de seis afios (198e-

19913,

Al moments de la seleccidn de los participantes en el
entrenamiento, estos en su mayoria (92%) habian laborado mas de
un  ado con la empresa/institucidn gque 1o patrocind. 1

participante promedio habia laborado mas de cinco aflos {62 meses)

en 1z ampresa {ver cuadro I.9).
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En lo refente al nivel académico de Zos participantes de los
programas de entrenamiento, se pudo establecer gue mas del 75% de
ios encuestados habia completado estudios universitarios v/o de
post-grade (ver cvadro I.10) v apenas un 4% no habia completado

los estudios secundarios,

II. valor del Entrenamiento para el participante

de 1los

o

Despuéds de realizar el -entrenamientoc un 32
participantes estaban ocupando una nueva posicidn dentro de la
empresa o institucidn donde laborabkan. Esta proporcidn es muy
idéntica para ambos tipos de Dbecarios (CNHE y FUNDAFEC}. Esta
proporcidn se magnifica cuando el entrenamiento es de largo plazo

como es el caso de los estudios de maestria. {Ver cuadro II.Z2}.

De aquellcs participantes gu2 ocupaban un puesto diferente,
89% vpercibian que el puesto actual es muy favorable al que
ocupaban antes del entrenamiento. Este cambico favorable habia
sido consecuencia del entrenamiento recibido (ver c¢uadro II.3).
Nuevamente es importante resaltar que los estudics de largo piazo
tienen un impacto mayor en el cambio favorable de puesto que los
cursos cortos realizados en 21 pals ¥y en el extranjero. Los
participantes percibian gque el entrenamlento ies capacitd para
enfrentar situaciones de mayor responsabilidad v les facilitd una

promocidén mas rapida dentro de l1a empresa u organizacidn donde

laboran.
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Asociado a l1a promocidén dentro de la empresa, esta 1la
remuneracicén salarial de los ex-becarios. Solamente un 42% de
los encuestados asumian que el entrenamiento habia afectado
positivamente su nivel de salarios. En el caso de 1los
beneficiarios de 1os entrenamientos a través de FUNDAPEC (Publico
y ONG's), un 62.5% no atribuian al entrenamiento un cambilo
positivo en los niveles de salario (ver cuadro II.5). Sin
embargo, existe una dgran expectativa de lograr un aumento
positivo de 1los salarios en el futuro. Esto puede reflejar las
expectativas que se forman los ex-becarios y en consonancia con
retorno de la inversiodn en la educacidn. Esto es, se necesita de
un periodo de maduracion donde el individuo pueda recipir "el
precio ceorrecto” por el servicio que esta ofreciendo {ver cuadro

I1.6).

Ademas, el proceso de inflacidén que se produjo durante los
Gitimos ahos de 1980 y del afio 1990 donde 1la inflacidn alcanzo
niveles . de 100%, hizc que los salarios reales se deterioraran

significativamente.
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III. Valor dei Entrenamiento Para la Institucion Patrocinadora

Un aspecto importante de tode programa de entrenamiento 1o
constituye el aporte gue pueda ofrecar a la empresa o instituciodm
gue patreocind a la perscna gque recibid en entrenamientoe. La
percepcidén del ex-becario del impacto gque ha tenido para la
empresa es de suma importancia. En &l c¢aso de los participantes
en los entrenamientos del DETRA, un 80% de los encuestados
manifestaron gue el entrenamiento ha side de mucha o alguna
utilidad para la empresa, siendo de més utilidad dentro de
aquellas instituciones que patrocinaron participantes a través de
icos programas del CNHE (ver cuadreo III.1 y III.1.B}. Esta
utilidad del entrenamientoc se manifiesta a través de introducciodn
de procesos administrativos v técnicos a las empresas, asi como
el fortalecimiente de la capacidad gerencial el analisis de
problemas y la toma de decisiones. Mas de un cincusnta por
ciento de los participantes en los prcgramas del CNHE consideran

gque el entrenamiento ha sido de mucha wutilidad para las

empresa/institucidn.

El tamafo de la empresa donde laboran los ex-bancarios
también influyen en la utilidad del entrenamiento tanto en
FUNDAPEC como el CNHE. De las empresas con capital mayor de
RS55, millones, 53% considera que el entrenamiento ha sido muy
itil para 1la empresa. De manera similar las empresas gque
participaron en cursos de largo piaze (maestria y doctoraco)

perciben gque el entrenamiento ha sicdoe ds mucha utilidad para la
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spprasa (76.5%), especiaimente aguellas gue participaron a traves

de los programas del CNHE. (Ver cuadro III)

Agquellos participantes que no encuentran poca utilidad para
la empresa del entrenamiento recibide se debe a que el
entrenamiento no se relacionaba con el trakbajo gque esta
desempedando en la empresa. Aunque el entrenamiento puede ser
itil para el individuo, el tipo de trabajo que desempeiia dentro
de la institucidén no le permite aplicar los conocimientos y/o
habilidades adguiridos en el entrenamiento. Esta gitima

situacidén se presenté mayormente para los cursos de corto plazo.

Cerca de 80% de los participantes manifestaron due nc han
encontrade dificultad o han tenido poca dificultad para aplicar
los conocim-entos adguirides en el entrenamiento (ver cuadro
III.5). Las mayores dificuitades se han producido por factores
internos come son la estructura organizacional de las empresas e
instituciones donde laboran, el enfoque tradicional de las
empresas; los recelos de los compafieros de trabajo Y divorcio
entre 1lo aprendido en el entrenamiento y 1as actividades de 1la
empresa; asi como factores externos como son la situacion
econémica del pais vy el tipo de mercado internacional donde

tienen que exportar.
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Las mayores dificultades se presentan para ios beneficiarios
de los entrenamientos de largo plazo y aquellos que trabajan en
las empresas publicas u ONG'S. ({ver cuadros III.5. Yy III.5.d).
Es importante sehalar gue el aspecto de la cultura organizacional
representa una dificultad mayor entre los beneficiarios de
entrenamiento de largo plazo, mientras que las del divorcio de
los conocimientos con el trabaio realizado se produce en los

entrenamientos de corto plazo.

Dos tercera parte de los participantes consideran due su
rendimientos han sido excelentes después del entrenamiento Yy
piensan gue estan aportando mds a la institucidn debido al f£fruto
del entrenamiento {(ver cuadro III.3). mas de la mitad considera
que estd aplicando mas del 80% dJde 1o aprendido durante el

entrenamiento (cuadro III.6).

Respecto al retorno de la inversidn en el recurso humano,
estd relacionado al tipo ¥ & la duracidén del entrenamiento. Se
datectd un rangce gue va desde un mes para algunos cursos Cortos

hasta 24 meses para los entrenamientos de largo plazo.

Los entrenamientos recibidos por los participantes ayudaron
a establecer cambics en la 1institucion donde laboran. Estos
cambics se manifestaban en el establecimiento de elementos
contables, administrativos v de mercadeo para las exportacilones,
ianzamiento de nuevos productos, mejoramiento de las relaciones

obraro-patrdén asi c¢cmo €l meloramiento &n ia toma de decisiones
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{ver cuadro III.10.1}. Estos camblos han sido alimentados por
1os conocimiento adguiridos por los pérticipantes. De aguellios
beneficiados con entrenamientos de large plaze, mas de un 80
porciento percibe gue el entrenamientc ha servido para introducir
cambios en la empresa comparade con un 62% 1los que recibieran

entranamiento a traves del cursos cortos. {cuadro III.10.86)

Hay gue destacar que un 80% de los participante consideran
gue el entrenamiento a través del DETRA le ayudo a adgquirir
procedimientos 1ldgicos que le sirven en la ejecucion de su
trabajo. De manera similar, un 75% piensa que el entrenamiento
ie ha ayudado a adquirir habilidades que le facil:itan trabajar en
grupo, elevar su productividad y estar mas capacitado para tomar

decisiones.

En general 1los ex-becarios consideraron dgque el tTlempo
invertido en el entrenamientoc a traves del DETRA fue muy bilen
utilizade e importante para la realizacién de sus actividades

profesionales como de manera individual.
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ENCUESTAS A LOS SUPERVISORES DE LOS EX-BECARIOS

I. Datcs Generales
Las empresas que patrocinaron a los ex-becarios a través del
Consejo Nacional de Howmbres de Empresas (CNHE) tenian un capital

de mayvor de RD$S millones {71%). © mas de 50 empleados (91%}..

Sin empbargo, sélo dos tercera parte de los ex-becarios
habian side patrocinados por las empresas o instituciones donde
iaboran actualmente. Para aquellos gque fueron patroc¢inados por
ias empresas donde labkboran, en su mayoria el plan de
entrenamiento fue preparado por el propic ex-becario con ayuda
del supervisor inmediato. EStc es mas notorio para los casos de

1os entrenamientos de largo plazo.

II. Impacto del Entrenamiento

En 1lo referente al impacto del entrenamiento en 1las
empresas/instituciones, un 90% de los supervisores consideran gque
ha sido de utilidad. Esto se manifiesta en el mejoramiento de
ia calidad del trabajo del participante, mayor eficiencia en la
producsién ¥y establecimiento de contreles administrativos,
financieros en la empresa. Aguellas personas dgue no estan
contribuyendo a sus respectivas empresas es debide a que el
entrenamiento no se ajusta a las labores que desempefian dentro de
la empresa o a que abandonaron la empresa ¢ institucion para

trabpajar en otro lugar.
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Esto supervisores también piensan que el entrenamiento ha
ayudado a los ex-becarios a aportar mads a Sus empresas o

instituciones (4%0%).

sin embargo, existen factores que limitan 1a aplicaciodn de
ics conocimientos adquiridos en las empresas o instituciones.
Entre estas limitaciones se puede destacar factores 1lnternos como
son la capacidad financiera de 1la empresa, la estructura
ocrganizacional, 1la falta de equipos, la politica de la empresa Y
l1a discrepancia entre lo aprendido en el entrenamiento ¥ ia labor
realizada por el ex-becarioc dentro de la empresa o institucion.
Entre 1los factores 1nternos se encuentran 1os controles

gubernamentales y el tipce de mercado gue enfrenta la empresa.

Un numerc limitade de supervisores no estuvo en capacidad de
evajiuar a los ex-becarios debido a gue no conocia al sex-becario
antes del sntrenamiento, © el ex-becario tenia poco tiempo de

haber recibido el entrenamiento.

El nivel de aplicacidn de los conocimientos adquiridos
también fue evaluado por los supervisores. Aungue 1o0s ex-
becarios estan en mejor posicidén para poder evaluar esta
situacién, se requirié 1la opinion de 1los supervisores para
establecer la percepcion de estos Gltimos sobre 1la calidad v
ajcance del entrenamiento recibido por los empleados que habian
patrocinados. Exlste la percepcion dentro d= los supervisores de

que un 70% de los ex-becarios usa 50% o mas de los conccimientos
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adquiridos. Esto contrasta un poco con la percepcidn de los ex-
becario gulenes piensan que aplican en mavor proporcidn 1os

conocimientoss adguiridoes.

En lo referente al tiempo necesario para recuperar la
inversidén del entrenamiento de parte de la empresa o institucion,
no existe un promedio de meses representativo debido a 1la
diversidad de los cursos impartidos. Sin embargo, es importante
sefalar que dentro de los supervisores se encontrd un tiempc méas
largo para recuperar la inversidn comparada con la gque habian
externade los ex-becarilos. Mientras en los ex-becarios, 1la
inversidn en 1os entrenamientos de largo plazo era recuperablie en
un periodec no mayor de 24 meses, en e} caso de los supervisores

sa astablecieron periodos de hasta 42 meses (ver cuadro II.5).

Un aspecto importante a destacar 25 gque un 70% de lcs
supervisores han detectados cambios que se han producidos en las
empresas/instituciones como consecuencia del entrenamiento
racibido a través del DETRA. Entre los cambios mencionados se
2ncuentran un mejor servicio a 1los :clientes, una estrategia
diferente para exportar, establecimiento de sistemas
contables/administrativoes computarizados Ve adquisicion de
maguinarias y equipos mas modernos. Esto se traduce en una mayor.
productividad y eficiencia dentro de la empresa es similar a 1la

respuesta dada por los aex-becarios.
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En io referente a un posible aumento en las exportaciones
fruto del entrenamiento, no fue posible establecer una relacidn
directa debido a gque varias empresas gue se beneficiaron del
programa Je entrenamiento a traves del DETRA no estaban
exportando. sin embargo, fus notorio entre las empresas que
estaban exportande gque el entrenamiento habia fortalecido su

capacidad para exportar {(70%) ver cuadro II.6.1)

EXistio concenso sobre 1la necesidad de los programas de
entrenamiento para fortalecer tanto a las empresas privadas como
a las empresas publicas y a las Organizaciones NO Gubernamentales
(CNG's). En el caso de las empresas privadas, un 95% de los
supervisores afirmé que estarian dispuesto a incertivar y apoyar
a sus empleados para gque participen en programas de entrenamiento
similares a los patrocinados por el CNHE. En el caso de los
supervisores de los ex-becarios vila FUNDAPEC, hubo c¢oncenso de

apovar e 1ncentivar este tipo de entrenamiento entre sus

empleados.
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SAMPLING FRAME
FUNDAPEC
I. SHORT-TERM IN-COUNTRY TRAINING
{a) Health/AIDS (INSAPEC)
1. Milciades Mateo, Dominican Air Force
2. Elsc Ogando, Escuela Socorre Sanchez
3. Cavina Serranc, Escuela Cristo Rey
4. Adalgisa Ramirez, Escuela Juan Batista Zafra
5. Elena Rojas, SEEBAC
(b) Farm Administration {(Management) {(ISA)
6. Felix de Leon Ortega, SEA
7. Donald Castillo, SEA
8. Luis M. Perez, INFOTEP
{c) Factory Accounting (ISA)
9. Jose Jimenez, Fact. San M. de Porres
10. Nerys Mendecza, Fact. Santa Clara
(d) Agroindustrial Administration (ISA)
1l. Jose A. Malena, F. Lazaro Duran
12. Jose Hernandez, F. San M. de Porres
{e} Forrage and Unconventional Based Cattle Forrages {I5i)
13. Jimmy Acosta, Asoc. Gan. de la Costa
(£) Project Plianning and Implementation Systems (UNAPEC)
l14. Luz Maria Mena, FUNDAPEC
15. Manuel Lara, FONDOPREI
(g) Educational Credit Workshop (FUNDAPEC)
16. Roxanne Brady, UNAPEC

17. Ramon Cuello Ramirez, La Salle
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18. Pilar Accsta Figuerca, CENAPEC
19. Maria Altagracia Ccladco Vasquez, CENAPEC
(h) Professional Development/Institutional Capacities (INFCTEP)
20, Jose Encarnacion Romero
II. M.S. DEGREE TRAINING
{a} Economic Sector
21. fialto Castillo, Canco Central
22. Elizabeth Bello, ONAPLAN
23. Miguel Nunez, Banco Central
(b) Education
24. Luz Maria Mena, Inst. Politecnico St. Dgo.
25. Eufemia Reyes M., SEEBAC
26. Idalla Esperanza Santos, UNAPEC
27. Fernando Portes, UASD
III. SEORT-TERM OUT-OF-COUNTRY
{a) Economic Sector
28. Manuel Avbar, Bunce Central
29. Olga Florentino de Pou, Bance Central
30. Henry B. Gomez, Banco Central
31. Luis A. Hernandez, Banro Central
(b) Health and Population
32. Julic Cesar Estrella, ONAPLAN
33. Olga Meclina Achecar, ONAPLAN
34, Julio Cesar Meiia, INSAPEC
35. Altagracia Bello, ADOPLAFAM
36. Matilde Garcia, Asoc. Aguas Vivas

37. Maritza Martinez, Carita Dominicana
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28. Aida A. Tejada, Nucleo Central - SESPAS
{c) Education
39. Angela Florencio, UASD
40. Rosa Belkys Salce, UTECI
41. Miguel Subervi, UTESUR
42. Jose R. Alvarez, IPL
42, Gladys Marcelino, UNAPEC
44. Eligio Antonio Cabrera, ITESA
45. Jorge Lui=s Garcia, IPL
46. Leonel Rauirez, IPSD
'47. Emilio Antonio Vargas, FUNDAPEC
CNHE
I. SHORT-TERM IN-COUNTRY TRAINING
(a) Marketing Strategy in Crisis Period
1. Juan de Jesus Mesa, Quisqueya Agroindustrial
2. Bernade Manon R. Los Arbeclitos
(b} Management of Shoe Production
3. Jesus Gonzalez Fernandsz
(¢) Business Law: Theory and Practice
4. Luis E. Martinez, Capital de Servicios. S.A.
5. Roberto Rodrigquez, Cedro del Libano. S.A.
{(d) Packing of Products (SERVICONSULT y AGRIDEC)
| 6. Antonio Langa, SUKIMA, C. por A. |
7. Ney J.R. Pimentel Soriano, FUNDESER
(e) Executive Managenent

8. Sandéra Perez Mancebo, Banco Nac. de Credito



(£)

(9)

(h)

(1)

(3)

II.

(a)
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9. Augusto Belardy, Alimentos Y Bebidas

10. Yiria N. Gonzales G. FERQUIDO
Associative Forms for Export Production (SEPROMSA)
11l. Ramona Flores, Banco de la Mujer (561-3941)

12. Sisa Borgquez, Ebanisteria Frank (684-0587)
International Quality Control Program

13. Jose Martin Brite, Calzera, S.A. (682-6245)

14. Jordi Joaquin Bosom Santana, Fersan (562-5523)
15. Rebessa M. Castro, TEJIIXS DE PUNTOS (530-~6657/7832)
Establishing Costs and Prices for Exports

16. Julio Tomas Santana, CODOCISA (544-0898)

17. Dulce de los Santcs, AMBAR DOMINICANO (682-9585)
Legal Aspects of International Commerce

18. Teresita Pena, PROYECTO ELECTRICO IND.

Farm Management (ISA)

19. Francis Castanos Peguero, Nagua Agroindustrial, S.A.

20. Carmen Guerly Urena, Camelia Agroindustrial, S.A.

M.S. DEGREE TRAINING

Marketing

21. Mirna Alonso - Maximo Gomez P., C. por A.
22. Norma Nunez, El Corral, S.A.

23. Pura Peliarano, Tropijugos, S.A.

24. Camilo Suerc, Manufacturas Textiles

25. Salvador Victeor, Laboratorios Victoria

(k) Finances

26. Edgar Delgade, Spencer Industries
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27. Ana Amparo Trocuelados Dominicancos
28. Xiomara Morell, Envases Antillancs
29. Francisco Valencia, Banco Metropolitano
(c) Management
30. Julic Hernandez, Cibao Tropical, S.A.
31. Gregory Llines, COFINASA
32. Romeo Hernandez, Roiscres Comercial
33, Lumi Yanai, Cariplant, S.A.
34. Gustavo Ariza, Maritima Dominicana
(d) Computer Sciences and Information Systems
35. Manuel Fernandez, Cai. Agroindustrial, S.A.
36. Miguel Yeara, Banco del Comercio Dominicano
37. Miguel Arias Financiera Nacional de Empresas
38. Yolanda Delgado, FERSAN
3%. Piero Dimitri, INFOCENTRO (Bc. Pop. Dom)
40. Grace Rivera, FLCRDOM, S.A. (SID)
41. Juan Noboa, Barcelc Industrial
(e) InternationalBusiness and Marketing
42. Victer Martinez, PRCCITRIC, S.A.
43. Candida Olivo, Productora de Alimentos Liniera
(£} Others
44. Quilvio Jorge, ISA
45. Aura Matos, industrias Asociadas
III. SHORT-TERM OQUT-OF-COUNTRY
46. Mr. Tiberio Ant. CABRERA Cruz, C Guillermo, C x A., San.

47. Mr. Reynaldo S. MENDEZ Carrasco, Sales Manager,
Laterdom, C x A, Santo Domingo
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48. Mr. Pedro SANCHEZ Ciprian, General Manager, Talento

Criollo, Santo Dominge

49. Mrs. Adalberta A. GERMOSO Coronado, Assistant
Production Manager, Rafael A. Espaillat, Sucs. Santiago

50. Miss. zZunilda PANIAGUA, Finance and Planning
Vicepresident, Banco del Comercio Dom., Santo Domingo

51. Mr. Angel Jose Taveras T., Production Manager, Antonio
R. Taveras, C x A, Santiago

52. Mr. Hilario M. Santana Rodriguez, Fed. Dominicana de
Colonos Azucarercs, C x A, Constanza

53. Miss Carmen M. FIGUEROA Rodriguez, Production Manager,
Peralta Export. S.A., Santiago

54, Mr. Angel del R. SANTOS Cordero, 0perat10n Manager,
Rafael A. Espaillat & Sucs., € x A, Santiago

55. Miss Victoria J. CHECO Pena, General Manager, Cheropi,
Agroindustrial, S.A., Santiago

56. Mr. Elio S. MARTE Cruz, Financial Manager, Caucho
Dominicane, S.A., Santo Domingo

57. Mr. Teofilo SURIEL E., Ad. Advisor, Fundacion de
Desarrollo Agropecuario, S.A., Santo Domingo

58, Mrs. Maritza A. GUZMAN y Guzman, Director, AsoC. para
el Desarrcllo de la Provincia Espaillat, Inc., Santiago

59. Mr. Manuel A. CACERES Procella, Financial Manager,
Bonsai Artesania, C x A, Santc Demingo

60. Mr. Joge A. GOMEZ S., President, GOMEZ Gabinete; S.A.,
Santo Domingo

61. Mr. Jose Rafael FRANCO Duran, Production Manager,
Manufacturas Linajoh, C x A, Santo Domingo.

62. Mr. Jose Miguel BARCELO, Marketing Manager, Barcelo &
CIA., C x A, Santo Domingo

63. Mr. Martin A. GOMEZ Martinez, Management Advisor,
Embassy Beach Resort, Santo Domingo

64. Presidente, Comercio Caribe Amerianc, Pulta de Frutas

65. Directora Depto. Exportacion, Resarie, S.A., Vegetzales
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RUBEN JIAZ

ERCILIA A. RAMIREZ

ANA AMPARO

JOSE MIGUEL VALLEJO G.
BERNABE MANON ROSSI
QUILVIO E. JORGE JORGE
SALVADOR VICTOR

MARITZA A. GUIMAN
NICOLAS CONIL

MARIO E. REYLS

CARLOS J. ESTEVEL

PEDRO MALLA

GUSTAVO PEREZ MALLA
RAMON A. MEJIA G.
GUSTAVO ARIAS

PIZTRO DIMITRI

IGN. FERNANDC ML. D. LAMA
MANUEL ARTURC M. MICHEL
HAMPTON CASTILLO LANDRY
DELIC ARMANDC RINCON S.
AYDA ALMONTE

MARCOS HUED

SOSE R. ORDEIX LLABALY
HECTOE R. NUNEZ PERALTA
SISA BCORQUEZ

ALBERTO DE LOS 3SANTQS
RAMONA FLCRES DE MARTINEZ
YRIS N. GONZALEZ G.

JUAN A. RAMON NOLVA PEREZ
FRANCISCO A. MATCS M.
JULIC HERNANDEZ
CASIMIRO PINA R.

PAULINO ABREU MARTES
TEQFILC SURIEL B.

MARIA IDANIA MORA

LUIS RODRIGUEZ LOVERA
SONIA TERRERO SALAZAR
IDALIA E. SANTOS HERNADEZ
ZUNILDA PANIAGUA
YOLANDA JIMENEZ MERCEDES
RCRERTO RODRIGUEZ
MENCOM JOANG

GORGE MARATOS

CARMEN MARATOS

AMARILIS GARCIA

CARLOS RODRIGUEZ

MARIA J. GCUSACHS

MARIZ ALT. CCRTORREAL
FRAMCISCO J. DE B.

RITA GUNIALETZ

Lista de parcticipantes del CNHE

TEZEJIDO FLEX
NIQUELADOS-CROMADOS DZL
TROQUEDOM

E. LEON JIMENEZ

LOS ARBOLITOS

ISA

LAB. VICTORIA

AID PROV. ESPAILLAT
AGHONCRTE CHA.

IND. CARTONERA DOMINICANA
IND. CARTONERA DOMINICANA
MALLA Y COMPANIA

MEBANO Y CIA.

DOL DOM.

MARITIMAS DOM. S.A.
GRUPO FINANCIERC POPULAR
EMBODOMCA '
INETRQUIMICA S.A

LAM

INESPRE

CERVECERIA NACIONAL DOM.
AGENCIA BELLA

BANCO METRCPOLITANC S. A.
FERQUIDOSA

EBANISTERIA FRANK

CEDROC DEL LIBROC

PROPIA EMPRESA

FERQUIDQ S.A.

BARCELO INDUSTRIAL, CXA
CIMPA

CIBAO TRCPICAL, S.A
TRANSAGRICOLA

MABRANO Y CIA.

F.D.A,

EMPRESAS ACUARIOC S.A.
DESEMFLEADA

UNAPEC

BANCOMERCIOQ

BANCO DOMINICO HISPANO
CEDRC DEL LIBANO

E. LEON JIMENEZ
INTERNATIONAL SHOE
INTERNATIONAL SHOE

E. LEON JIMENEZ

5. I. D.
IND. CERTONERA DOMINICANA
EN SU CASA

IND. CARTONERA DOMINICTANA
SND
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LUIS A. LOPEZ

HECTOR PUJOLS CASTILLO
ROSA E. FRAMNKENBEG
GUILLERMINA DULUC
DIDIER MANUEL FUENTES N.
AURELIOC A. FAMILIA

ALBA CASANCVAS ALARCON
GABRIEL SANTANA

FRANCISCO JAVIER FERALTA
ROBERTO SANTOS

Dr. VICTOR MENA SANCHEZ
FELIPE CASTILLO

JOSE A. HERNANDEZ

ANDRES DEL C. PEREZ Y P.
CESAR AUGUSTO ALVAREZ
VICENTE GUZIMEN

LUZ MARIA MENA ALVAREZ
ANGEL NERYS CASTILLO
JOSE RAHAMES ALVAREZ C.
EDUARDO ROSARIO GUZMAN
JORGE GARCIA VALERA
FELIX DANIEL PUJOLS V.
ALFFPEDQ M. MARTE

MIGUEL SUBERVI

ANTONIO FELIX GOMEZ
ANDRES FERNANDEZ

GLADYS MARCELINO
RAFAELA DEL C. BETANCES M
LUIS FRIAS

ANGELA FLORENCIO A.
EUFEMIA REYES MINAYA
MILTON LUNA GONZALEZ
MIRIAN DIAZ SANTANA
EMILIO A. VARGAS SANTIAGO
NERYS MENDOQZA

AUGUSTO BELARDY

CARMEN MARIA CASTILLO
LUIS HERNANDEZ G.

LUIS MARCOS SCTO T.
HENRY B. GOMEZ R.
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E. LEON JIMENEZ
CARTCNERA DOMINICANA

J. FRANKENBEG, CXA
D'ABITARE

CELSO PEREZ CXA
LABORATCRIO BS0OLDAM, CXA
HELALDOS BON CXA
NICOMARRSA

Lista de Participantes del FUNDAPEC

JUNTA DE REGANTES
ISA

SEA

NO ESTA LABORANDO
SAN M. DE PCRHREZ

SAN M. DE PORREZ

SEA

LA PREVISORA
FUNDAFPEC

INDUSTRIA LUSY
LOYCLA

LOYOLA

POLITECNICL LIOYCLA
POLITECNICO DE AZUA
JUNTA REGANTES
UTESUR

I.A.D.

JUNAT DE REGANTES
UNPHU

SEEBAL

G.D.C,

UASD .
DEPTO.CARPACITACION SEEBAC
ACCION PRO-EDUCACION Y
FUNDAPEC

FUNDAPEC

FACTORIA SANTA CLAERA
ALIMENTCS ¥ BEBIDAS

BANCO CENTRAL
SUPERBANCOS
BANCO CENTRAL
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Listado de participantes en la encuesta FUNDAPEC-CNHE que no

fueron localizados

Nombre

Gustavy Ariza
Maritima Dominicana

Efialto Ccastillo
Banco Central

Luis A. Hernandez
Banco Centrail

Julio César Estrella
ONAPLAN

Olga Molina Achecar
ONAPLAN

Altagracia RBelloe, Fundapec
ADOPLAFAN

Matildes Garcia, Frundapec
A30C. AJuas Vvivas

Maritza Martinez, Fundapec
Caritas Dominicanas

Aida Tejada
Nucleo Central-SeEsPas, rundapec

Mr. Reynaldo S. Méndez Carrasco CNHE
Latexdom C.X A,

Mr. Pedro Sanchez Ciprian CNHE
Talento Criolilo, Adm. General

Mr, Manuel A. Caceres Procella, CNHE
Bonsali Artesania, C.X A.

Mr. José Miguel Barceld CNHE
BARCELO & CIA, C. X A.
Gte. Mercadao

Comentario

No trabaja aqui

Enviado a AID

Enviado a AID

Fallecido

No le conocen

Ns labora agui

No se 1le¢caliza

No labora agui

No le conocen

No trabaja agui

No aparecs

Reemplazayr/

no direccion

Enferme/fuera
del pais
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Mr. Martin Gomez Martinez, CNHE
Embassy Beach Resort

pDomitilia Pefia, SEEBAC

Eladic Reves, Escuela Repuklica de Coresa

Juan Batista Pérez, SEEBAC
wilfredo Malleu

Isidro Borgas, C.X A.
Sevan-Up

redro Yermenor
Envase Miscelaneos

Carlos Estévez
Industria cartonera bominicana

Likys Fernandez
infotep, Enc. Seccidén Internacicnal

Cafaila Madera, CEDQOPEX

No 1e conccen

No l1la conecen

N © l abor
escolar

Fuera del pais
No labora agquil
No le conccen

De viaje al

exterior

No infomacion,
no labora aqui

No labheora aqui,
no informacidn
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Cuestionario para Participantes - CNHE
Datos Generales

Nombre:

Direcclon actual:

Teléfono:

Edad:

Empresa que 1o presentd al DETRA:

Empresa donde labord antes del entrenamiento:

- Cargo gue desempefiaba:

- Salarico mensual gque U4d. r=acibio:

Estaba Jd. empleado durante &1 entrenamiento? Si

Empresa donde labora actualmente:

- Cargo gue desempeha:

- Salario mensual gue Ud. recibe:

Tiempo de emples con la empresa antes de comenzar el
Drograma de entrenamiento:

Nivel de escolaridad alcanzado actualimentsa;

Frimario

Secundario Incompleto
Secundario Completo
Universitario Incompleto
Universitario Completo
Post~-grado

Tipo del entrenamiento recilbide a traves de la DETRA

M.S.

rhD.

Tacnico de Curto Plazo en los E.E.U.U.
Seminario/Gir¢o Cbservacional en los E.E.U.U.
Corto Plazo en la R.D.

Naturaleza deil entrenamiento recebido
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1%, Qué institucion le dioc el antrenam-entor

14. DSénde se efaectud el entrenamiento?

15. Cuales fueron las fechas del entrenamiento?

de a
mes ano mes ano

II. valor del Entrenamiento para el Participante

1. Qué puesto de trabajo actualmente ocupa Ud.?

2. Es el mismo puesto gque ocupd antes del entrenamiento?

Si
No

Si la respuesta es SI, pasar a la pregunta 5

3. 51 es diferente, c¢on referencia a su puesto antarior,
como compararia Ud. su puesto actual?

___Puesto distinto vy favorable

___ Puesto distinto Yy desfavorable

No trabajo actuzlmente

Por favcr, expligue la respuesta

4. Si1 es diferente, piensa Ud. que el entrenamiento afectd el
cambio de puesto?

_si
__ No

Por Favor, explique la respuesta
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En su opinidn, el entrenamiento ha hecho una diferencia

significativa 2n su salario actual?

.-

.

Si

[ N

No

En su 2pinidn, el entrenamiento hari una diferencia

significativa en su rfuturo salario?

Si

No

III. vValor dei Entrenamiento para la Institucidn Patrocinadora

1.

{o actual en caso de haber cambiado de empleo)

Con respectc al desempefc de su trabajo actual para la

empresa, Ud. copina dque el entrenamiento ha sido

De mucha utilidad
De alguna utilidad
De poca utilidad
Sin utilidad

Si ha sido de utilidad, expligue en gué forma

Encentro Ud. dificultades para aplicar en su trabajo lo gque
aprendid durante el adiestramiento?

si, mucho.

Si, un poco.

___ No encontré dificulitades

Como considera Ud. su rendimiento en el trabajo después de
concluir el curso patrocinado por el DETRAY

Excelente (90%>}
~ Muy Bien (80 a 90%)
___Bilen (70 a 30%)

Regular (60 a 70%)
Insatisfactorio (< 50%;
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Por favor, expligue su respuesta
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Plensa Ud. gue 2sTta aportando mas a su firma debide al
entrenamlento?

Cudles son los factores mas importantes gue impiden mayer
aplicacidn de los conocimientos adguiridos durante el
antrenamiento?

De los conocimientes adguiridos, gqué porcentaje considera
Ud. gue esta aplicandor

10%
30%
50%
80%
100%

e

Cuanto tiempo (meses) piensa Ud. gque toOmara a su empresa
patrocinadora para recuperar su inversion?

Si ha cambiado de empresa, cuante tiempeo {meses} piensa ud.
que le habria tomado a su empresa patrocinadora recuperar su

inversidny

Puede Ud&. indicar algunos cambios especificos hechos en la
empresa para la cual trabaja actualmente resultantes d2 su
entrenamiento?

Si
No

r—
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En caso afirmativo, expligque su respuesta

10, En caso afirmativo, qué nivel de impacto favorable piensa
gd, gue an tenido sobre:

Muche Algoe Ninguno N/S

Exportacicnes por la empresa?

rroductividad de la empresa?

Diversificar de la empresa?

Ganancias de la empresar?

NN
LI
|11

AN

Favor de explicar su respuesta

§d

Con respecto al programa gue Ud. cursd, ha usade Ud. el
contendico para hacer cambicos €n su enpresar

3

51
NoO

Favor de explicar su respuesta

12. Cuales de los siguientes beneficios directos, Ud. adgquirid
al teérmino del curso?

Promocidn a un puesto de mayor importancia
Mejoria de salario

Majoria en el desempeno de mi trabajo

Meijor posibilidad de continuar perfecciondndone

NN
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considera Ud. que en su actual nivel de desempeno en 21
trabajo gu2 reaiiza, influye 10 gue aprandid en el cursc
patrccinadoe por DETRAY

No

Adquiri procedimientos Ldgicos en la ejecucidn de ias
tareas relacionadas con mi rtrabajo

Adgquiri habilidades para realizar mi trabajo con
precision

Adgquiri habilidades para realiizar tribajos en grupo
Adguiri nueves conocimisntos que me permiten realizar
mi trabajo mas eficientemente

pespués del adiestramiento, mi productividad ha
mejorado considerablemente

negspués del adiestramiento, me siento mas capaz de
participar en el proceso de toma de decision de mi
institucion

sumario de la evaluacidn personal:

4.

rémo considera uUd. todo el tiempo, energia y dedicacidn
invertido durante 21 curso de adiestramiento?”

No vale la pena {una pérdida d= ti=mpo]

Fue valido en pocog aspectos (casi un fracaso
aplico algo de lo gue aprendi {Ius vazonabilie)]
Fue valido =n varios aspeactas {Zus Tusnod

Fus muy impeortants para mi o (Ius oan 2Eito]

-
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fuestionario para Participantes - FUNDAFEC
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3. Telilg&iozng:

4, Edad:

Lt

Instizucidén que lo presentd al DETRA:

5. Intitucidn donde laboré antes del entrenamiento:

- Cargo que desempenaba:

ario mensual que Ud. recibio:

$—l

- S&

-

7. Estaba Ud. empleado durante el entrenamiento? si

8. Institucidn donde labora actualmente:

- Cargo gque desemperlna:

- Salario mensual gue Ud. racibe:

Y. Tiempo de emplezo en la institucidn antes de comenzar el
programa de entrenamiento:

10. Nivel de esceolaridad alcanzado actualmsente:

___ Primario

Secundario Incompleto
Secundario Completo
Universitario Incompleto
Universitaric Completo
Fost-grado

RENN

11, Tipe del sntrenamiento recibideo a través de 1la DETRA

M.S.

PhD.

Tecnlco de Curto Plazo en los E.E.U.U.
Seminario/Giro Observacional en los E.E.U.U,
___ Corrto Plazo> en la R.D.

AN

12. Naturaleza del entrenamiento recebido

o
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|

13 3
Wm0
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(corespondlents a un producto!
{gerencla/adminisctracisan:
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13. Qué institucidn le dioc el entrenamientcr

14. Dénde se efectud el enrvresnamiento?

15. Cudles fueron las fechas del entrenamiento?

de a
mes ano mes ano

II. vaior del Entrenamiento para el Participante

1. Qué puesto de trabajo actualmente ocupa Ud.?

2. ES el mismc puesto que ccupd antes del entrenamiento?
si
No
Si la respuesta es SI, pasar a la pregunta 5

3. Si es diferente, con referencia a su puesto anterior,
cdmo compararia Ud. su puesto actual?

Fuesto distinte vy favorable
Puesto distinto y desfavorable
No trabajo actualmente

Por favor, expligue 1a respuesta

4 Si es diferente, piensa Ud. que el entrenamiento afectd
cambio de puesto?

si
NO

e

por Favor, explique la respuesta
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6.
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En su opinidén, el entrenamiento ha hecho una diferencia
< sal

ignificativa en su ario actual?

En su opinidén, el entrenamiento harid una diferencia
significativa en su futuro salario?

Si
NC

ITI.

1.

—

Valor del Entrenamiento para 1la Institucidn Patrocinadora
{o actual en caso de haber cambiado de empleo)

Cocn respecto al desempefio de su trabajo actual para la
institucidn, Yd. c¢pina que el entrepnamiento ha sido

De mucha utiiidad
De alguna utilidad
De poca utilicad
Sin utilidad

S1 ha sido de utilidad, explique en qué forma

Encentrd Ud. dificultades para aplicar 2n su trabajo 1o que
aprendié durante el adiestramiento?

2i, mucho.

Si, un poco.

___No encontré dificultades

Cémo considera ud. su rendimiento en el trabajo despuss de
concluir el cursc patrocinado por el DETRAY

Excelente (90%>)

Muy Bien {80 a 90%)
Bien {70 a 80%)

Regular (60 a 70%)
Insatistactorio {< 50%)

NERN
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Piensa Ud. gque estd aportando mads a su institucidén debido ai

gntrenamliento?

si

NO

Por favor, expligque su respuesta

[l

5. Cuales son los factorss mas importanta2s gque impiden mayor
aplicacidn de o5 conocimientos adaguiridos durante el
entrenamiento?

6. De 1io0s conocimientos adguliridos, gue porcentaje considera
Ud. que estd aplicando?

10%
30%
50%
30%
100%

7. cuanto tiempo (meses) piensa Ud. que tomard a su institucion
patrocinadora para recuperar su ilnversidn?

2. Si ha cambiado de trabaio, cuanto tiempo (meses) piensa Ud.

gue le habria tcmado a su empresa patrocinadera recuparar su

inversion?

puede Ud. indicar algunos cambhios especificos hechos en 1la
institucidn para la cual trabaja actualmente resulitantes de

SU entrenamiento?

si
No
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En caso afirmativo, explique su respuesta

10. En caso afirmativo, qué nivel de impacto favorable piensa
Ud. que han tenido sobre la eficacia de la institucidn?

____ Mucho

___Algo

___ Ninguno

__ No sabe

Favor de explicar su respuesta

11, Con respecto al programa que Ud. cursd, ha usado Ud. el
contendio para hacer cambios en su empresa?

Si
No

Favor de explicar su respuesta

Cuales de los siguientes beneficios directos, Ud. adguiris

1z.
al término del curso?
___ Promocidn a un puesto de mayor importancia
___Mejoria de salario
Mejoria en el desempeido de mi trabajo
Meior posibilidad de continuar perfeccionandome

||
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considera Ud. que en su actual nivel de desempeno en el
trabajo que realiza, influye 1o gqu2 aprendid en 21 cursc
patrocinado por DETRAY

Mo

Adauiri procedimisentos ldégicos en ia ejecucidén de las
tareas relacionadas con ml trabaio

Adgquiri habilidades para realizar mi trabajo con
precision

Aaqulrl habilidades para realizar trabajcs en drupoe
adguiri nuevos conocimientos gue me permiten realizar
mi trabajo mas efliclientemente

Después del adiestramiento, mil productividad ha
mejcrado considerablemente

Después del adiestramientco, me siento mas capaz de
participar en el proceso de toma de decision de mi
institucion

sumario de la evaluacion personal:

i4,

cémo considera ud. todo el tiempo, energia y dedicacion

invertido durante el curso de adiestramientc?

No vale la pena {(una perdida de tiempc)

Fue valiido en pocos aspectos (casi un fracaso)
Aplico algo de lo gue aprendi (fue razonable)
fue valido en varios aspectos {fue bueno)

Fue muy importante para mi {fue un exiro)
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Cuestionario para el Supervisor del Ex-Becario: CNHE

I. Dates Generales

1. Ncmbre del ex~becario

2. Tipo de programa en gue participd el ex-becario

Post-grado a large plazo

corto pilazo {(U.3.}
corto plazo (D.R.}

L

Nombre del entrevistado (supervisor):

4. Puesto del entrevistade:

5. Nombra de la Empresa:

5. Categcria de esmpresa a la gue pertenece:

-=- Empresa privada
-~ Organizacidn gubernamental
-- Qgrganizacion no gubernamental

7. Tamano de la empresa en términos monetarios (RDS):
<300, 000

500,000 a 1,500,000

1,500,000 a 5,000,000

>5,000,000

n

8. Cuadl es la actividad a la que uUd. se dedicar

9. Su firma patrocind al ex-becario?

_si
__No

10. En caso afirmativeo, quilén en la empresa prepard el plan de
entrenamiento original referente al ex-becarioc:
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II. Impacto del Entrenamiento

1. Con respecto al desempenco de su trabajc actualil, en su
opinidn, el entrenamiento recibidc por el ex-becarisc a
través del DETRA ha sicdo:

De mucha utilidad
De alguna utilidad
De poca utilidad
Sin utilidad

Si Gtil, en gue aspectos ha sido de utilidad para su empresar?

Si poca o no utilidad, por quer

2. Piensa Ud. gue el exX-pecario estad aportando mas a su empresa
debido al entrenamiento?

51
No

Favor de exXplicar su respuesta

3., Cudies son los factores mas importantas gue impiden una
mayor aplicacién de los conocimientos adquiridos por el ex-
becaric durante su entrenamiento?
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D2 los conocimientos adquiridos, qué porcentaje considera
Ud. que el ex-becario estd aplicando en su trabajo?

10%

30%

50%

850%

1003%

No sabe

En caso de ser la firma que patrocind la beca, cuanto tiem-
PO (meses) piensa gue sSe necesita para gue su empresa
recupere su inversidn an el ex-hecario?

Puede ud. indicar algunos cambios expecificos hechos en su
empresa que resultaron del entrenamiento recibido por el ex-
becario?

Si
No

|4

n caso afirmative, expligue su respuesta

En cago afirmativo, pilensa Ud. que los cambios han tenido un
impacto favorable sobre:

Exportaciones por la empresa? Si1 _ No _ N/s
productividad de la empresa? Si __ No ___ N/S
Diversificacion de la empresa? Si __ No __ N/S§
Ganancias de la empresa? Si _ No __ N/S

Eficiencia de la empresa? si N¢ N/S

Favor de explicar su respuesta

7.

Basado en las exportaciones, piensa Ud. gque su empresa
exporta mas ahora que antes del entrenamisnto?

Si
No
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En casc afirmative, piensa Jd. gue parte de .a diferencia
puede atribulirse al entrenamilento recibido?

si

No

Estaria Ud. dispuesto incentivar sus empleados a participar
en esta tipo de programa en el futuro?

51
NO
No sabe
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Cuestionario para el Supervisor del Ex-Becario: FUNDAPEC

I, Datos Generales

1. Nombre del ex becario

2. Tipo de programa en gue participo el ex becario
pos-grado a largo plazo
corto plazo (U.S.)
corto plazo (D.R.)

3. Nombre del entrevistadc (supervisor):

4, Puesto del entrevistado:

5. Nombre de la Institucion:
6. Tamano de la institucion en terminos presupuestarios:

<$500, 000

des500,000 a $1,500,000
de $1,500,000 a 5,000,000
>85,000,000

[

7. Qual es la actividad a la que Ud. se dedica?

(ve)
172]

u insticution de empleo actual patrocino al ex becario?

Si
No

Bl

caso si, persona en la institucion que preparo el Plan de
Entrenamiento original referente al becario:

II. Impacto del Entrenamiento

1. Con respecto al desempenc de su trabajo actual, en su
opinion, el entrenamiento recebido pcr el ex-becario a
travez del DETRA ha sido:

_ De mucha utilidad

__ De algo util

__ De peoca utilidad
Sin utilidad
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Come ha sido de utilidad para su institucion?

2. Ud. piensa gue el el-becario esta aportandc mas a su insti-~
tucion debido al entrenamiento?

— S5i
. No

Favor de explicar su respuesta

3. Cuales son los factores mas importantes que impeden mayor
aplicacion do los conocimientos adguiridos por el ex-becario
durante su entrenamiento?

4. De los conocimientos adquiridos, que porcentaje considera
Ud. que el ex-becario esta aplicando en su trabajo?

10%
30%
50%
80%
100%

[HIE

5. En _caso de_ser la institucion que patrocino la beca, cuanto
tiempo (meses) piensa que llevaria (ileve) para que su
institucion recupere su inversion en el ex-becario?

6. Ud. puede indicar azlgunos cambioc expecificos hechos en su
empresa que resultaron del entrenamiento recibidoc por el ex
becarioc?

Si
No
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En caso si, expligque su respuesta

En caso si, piensa Ud. que los cambios han tenido un impacto
favorable sobre:

la eficiencia de la institucion? Si __ No __ NSA _
- la efectividad de la institucion? Si __ No __ NSA __
la productividad de la instituciona? Si __ No __ NSA ___

Favor de explicar su respuesta

Ud. estaria dispuesto encecrajar sus empieados a participar
en este tipo de programa en el futuro?

Si
No
No sabe



